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ABSTRACT 
The primary purpose of this study was to determine if the ISLLC Standards and 180 
domains were appropriate for educational leadership (in practice and in training). Principals 
from three high expectation districts participated in this study: two school districts in Iowa 
and one school district in Arizona. 
Matrices were created for each school district to show the linkage of the principals' 
critical work activity, which represented what school related activities they actually spent 
their time on during and outside of a typical school day, to what their school districts' job 
criteria and descriptors required. A comparison using these data was thai made to the ISLLC 
Standards. A focus group was held with principals in Iowa who were named "exemplary" by 
superintendents to obtain their assessments of the appropriateness of the ISLLC Standards. 
Generally speaking, it was determined that the ISLLC Standards were very 
comprehensive and appropriate. The study concluded that all of the three districts' principal 
job criteria and descriptors linked to the ISLLC Standards, but 28 to 35 percent of the 180 
domains were not addressed in these three districts' principal expectations. 
It is suggested that one way to include some of the ISLLC domains that center on 
diversity, ethics, honesty, loyalty, and so on, districts should use 360 degree feedback to tap 
into the perceptions of students, teachers, parents, fellow administrators, and principal self-
evaluation. The following are examples that districts should consider including: 
The principal: 
resolves conflicts in a timely manner. 
models effective problem-solving skills 
works collaboratively with parents. 
demonstrates high standards of integrity and honesty. 
treats individuals fairly. 
xi 
respects diverse opinions and views. 
demonstrates a professional code of ethics. 
demonstrates a personal code of ethics. 
It was also determined that ongoing research needs to occur before universities anH 
school districts embrace the ISLLC Standards. 
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CHAPTER I. INTRODUCTION 
Our schools need leaders who have vision and are prepared to act on it—leaders 
who continually promote growth and explore alternative approaches to learning, 
community building, problem solving, and teacher empowerment. When we find 
creative, talented and visionary leaders, we want them to be everything they are 
and use everything they know to do their work. (Villani, 1999, p. xi) 
History of Educational Leadership 
The role and responsibilities of the 21* century principal have greatly changed from the 
late 1800s. The "principal teacher's" main responsibility then, was to monitor and supervise 
teachers (Seyfarth, 1999. p. 6). As schools became larger, they became managers as well and 
were now responsible for hiring staff, maintaining the school building and grounds, and 
overseeing the finances of the school. 
Eventually the title was shortened to "principal" and the role of being a political leader 
emerged (Seyfarth. 1999, p. 7). According to Cuban, a political leader is one who "observes 
and senses public desires for the schools and then tries to transform those desires into school 
practices and policies" (Heller & Pautler, 1990, p. 139). 
From the development of the role of leader in the educational setting, there have been 
men and women that have filled tins position. For this study however, the word "he" will be 
used to represent both male and female leaders. In the late 1970s and early 1980s, business 
leadership literature and effective schools literature were studied to improve die educational 
administration field. From this, the concept of "instructional leader" and "quality leader" was 
developed (Donaldson, 2001, p. 4). 
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In the mid 1980s, American public schools were closely scrutinized and a report was 
given to the American public in A Nation at Risk (National Commission on Excellence? 
1983). Because of these findings, a national effort was formed to improve our schools and 
student achievement. The requirements for obtaining a reaching degree were stiffened, 
salaries were raised, and states adopted new standards for the profession. Taking place right 
alongside this movement was an analysis of educational administration in the American 
public schools. 
Today, principals are expected to maintain the three roles of being an instructional 
leader, manager, and political leader, but their positions encompass a larger magnitude of 
responsibilities (Seyfarth, 1999, p. 7). From directing staff development, to overseeing the 
building budget, to improving student achievement, to dealing with student discipline, a 
principal performs a wide variety of duties and must be prepared to lead a school with 
dignity, vision, and a focus on students. 
Standards 
On March 31,1994, Public Law 103-227, which enacted Goals 2000, was signed into 
law (Educational Technology, Facilities, and Partnership Programs, n.cLa, para. 2). States 
were encouraged to create their own "systemic educational standards" and federal funding 
was allotted ( Bull, 2000, p. 108). Section 301 of Title HE of Goals 2000, proclaimed that 
leadership must come from "teachers, related services personnel, principals, and parents in 
individual schools and from policymakers...in order for lasting improvements in student 
performance to occur" (Educational Technology, Facilities, and Partnership Programs, n.<Lb, 
J 
para. 3). Through Goals 2000, requirements have been developed for school districts, but 
national standards for those that lead our schools have not been developed. 
In the absence of national licensure standards for administrators» K—12 school 
organizations have generally specified work standards for principals by developing job 
descriptions. Sometimes these job descriptions have been created via a sophisticated job 
analysis process. More often however, they are simply the result of an historical modification 
of previous job descriptions used in the school districts, or they are merely acopy of the job 
descriptions from other districts. 
Interstate School Leaders Licensure Consortium (ISLLC) 
To address the lack of national standards for administration preparation, the Interstate 
School Leaders Licensure Consortium (ISLLC) was established in August 1994 with the 
assistance of the Council of Chief State School Officers (CCSSC). The Interstate School 
Leaders Licensure Consortium's purpose was to provide a way in which states could work 
collaboratively to create and implement model standards, assessments, professional 
development, and licensing procedures for school leaders (Interstate School Leaders 
Licensure Consortium, 2000). The Consortium, with the cooperation of the National Policy 
Board for Educational Administration (NPBEA), adopted the ISLLC Standards for school 
leaders in 1996 (Murphy, 2001b). 
There are 35 states that have adopted or adapted these Standards (Council of Chief 
State School Officers, 1996, November 2). States are in different stages of implp-mentatinn 
Iowa adopted these Standards in 2001. Colleges and universities in Iowa that are in the 
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process of adopting these Standards in their administration pmgrams are Iowa State 
University, the University of Iowa, and the University of Northern Iowa. Each university is in 
a different stage of adopting the Standards to their program. 
Statement of the Problem 
The problem of this investigation was to determine similarities and differences, if any, 
between what the new national standards (ISLLC) expect of practicing administrators, what 
selected districts expect of them determined by their performance evaluation criteria, and 
what principals are actually doing as revealed by their job analysis and personal interviews. 
The problem was also to determine if the behaviors required by the ISLLC Standards are 
already being used by these three "high expectations" districts. More specifically, the 
problem of this investigation is defined by the following questions. 
Research Questions 
This study was guided by the following questions: 
1. What do most principals spend the majority of their school-focused time on during 
a typical school day? 
2. What do most principals spend the majority of their school-focused time on outside 
of the typical school day? 
3. What time logged activities were not present in the three districts' expectations for 
principals? 
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4. Are the districts' performance criteria and descriptors congruent with what 
principals actually spend their time doing? 
5. Were some performance criteria not performed by principals as measured by time 
logging results? 
6. Are there any principal performance criteria that are inappropriate because no time 
was spent on them? 
7. How do the three school districts' job criteria and descriptors and time logging align 
with the national standards (ISLLC)? 
8. How were actual activities related to the expectations of the ISLLC Standards? 
9. What should be changed in the ISLLC Standards to more accurately reflect 
"exemplary" practice? 
10. What should the three districts do to improve performance evaluation and 
performance congruency with ISLLC Standards? 
11. What would be an ideal principal performance evaluation instrument using the 
Standards? 
Purposes of the Study 
The first purpose was to assess the appropriateness of the ISLLC Standards in the 
judgment of selected "exemplary" principals. The second purpose of the study was to 
develop a closer relationship of how principals actoaEy spend their time compared to district 
expectations and. ISLLC Standards. Once the discrepancies, if any, are identified, they may 
suggest ways for educational administration programs to better prepare principals and to 
6 
determine ways that those that supervise principals can lead them more effectively. Perhaps 
this process will also identify useful and expected behaviors that ISLLC Standards omitted. 
Objectives of the Study 
In alignment with the purposes of the study, the following objectives were addressed: 
1. To acquire human subject approval from Iowa State University. 
2. To obtain permission from three school districts to gain access to time log data, job 
descriptions, and evaluation criteria. 
3. To investigate the literature on leadership, the principal's role, and the Interstate 
School Leaders Licensure Consortium (ISLLC) Standards. 
4. To examine data from the principal participants after their time logging to obtain 
more information on what they spend their time on during the school day and 
outside of the school day. 
5. To determine the association, if any, between principal time logging and selected 
district expectations. 
6. To analyze the selected districts' data and the ISLLC Standards. 
7. To meet in focus groups with principals who were named "exemplary7 by 
superintendents to obtain their assessments of the appropriateness of the ISLLC 
Standards. 
8. To identify common elements and/or gaps across Critical Work Activity (CWA) 
findings, performance evaluation instruments, and ISLLC Standards. 
9. To propose a better principal performance evaluation instrument. 
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Assumptions 
The following research assumptions are made in thts study: 
1. Principals were honest in their thirty-day time logging. 
2. Principals were honest in their interviews about their time logging results. 
3. Principals were honest about information shared during the "exemplary" focus 
group. 
4. Principals were knowledgeable about the performance criteria and job descriptors of 
the school district in which they are employed. 
5. School districts actually evaluate their principals on the predetermined performance 
criteria and descriptors. 
6. The performance criteria and descriptors of each of the three districts are current 
and up-to-date at the time of completing each evaluation project. 
7. The ISLLC Standards are what principals ought to be required to follow. 
Delimitations 
The study was limited by the following: 
1. Elementary and secondary principals from three different school districts were 
involved in this study during the school years 1996-2001. 
2. One school district in Arizona (Camp Verde) and two school districts in Iowa 
(Davenport and West Des Moines) were participants in this study. 
3. Principals time logged the thirty days specified by the district's design team in the 
same year. 
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4. Principals were interviewed about the time logging record thar they kept during the 
thirty days. They were also interviewed about their work during the other eleven 
months of the school year to determine what other critical work activities happened 
that weren't time logged during these thirty days. 
5. Performance criteria and descriptors were developed by the respected stakeholders' 
design teams in each of the three districts. 
6. Subsequently, the use of the criteria and descriptors were pilot tested for an entire 
school year. 
7. "Exemplary" principals in Iowa were chosen by superintendents to be in focus 
groups. 
8. The school district in Arizona and one in Iowa (Davenport) used 100 percent 
participation of their administration. The other school district in Iowa (West Des 
Moines) used a 25 percent sample during the pilot test. 
9. The West Des Moines principal time logging records were stored by the School 
Improvement Model. These files were destroyed in a flood, so this time logging 
information was unavailable for this study. 
Definitions of Terms 
The following terms are defined for use in the study: 
Accountability: Responsibility for the justification of expenditures, decisions, or the results 
of one's own efforts. 
Administration: Someone who manages or supervises. 
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Critical Work Activities: What an administrator does during a predetermined time frame anrf 
then a record is kept. 
Exemplary: Serving as a model or example. 
Evaluation: The process of determining the merit, worth* or value of something. 
Job description: An explanation of a person's duties that they must perform while being 
employed. 
Performance Criteria: Job expectations for an administrator that are established by the school 
district. 
Skill: A physical, social or mental ability acquired mainly as a result of practice and 
repetition. 
Stakeholder- One who has substantial credibility and ownership in a program, and thus can 
be held to be to some degree at risk with it-
Standard: The performance level associated, with a particular rating on a given criterion or 
dimension of achievements. 
360 Degree Feedback: Team feedback from, all who have contact with an employee. For 
example, a principal would get feedback from students, parents, staff supervisors, 
peers, and direct reports. 
Time logging: Keeping a record of the actual minutes and frequency of time spent on various 
school-related activities during the school day and outside the school day. 
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CHAPTER H. REVIEW OF LITERATURE 
Leadership 
The very highest leader is barely known by men. 
Then comes the leader they know and love. 
Then the leader they fear. 
Thai the leader they despise. 
The leader who does not trust enough will not be trusted. 
When actions are performed without unnecessary speech 
The people say, "We did it ourselves." 
Lao Tsu (Pinchot, 1996, p. 25) 
Scholars and Iaypeople alike have been interested in leadership for centuries (Bennis & 
Nanus, 1985; Hackman & Johnson, 2000; Leithwood, JantzL & Steinbach, 2000; Owens, 
1970; YukI, 1981). The word "leader" has in the past and continues in the present, to create 
images of powerful, mighty, and dynamic men and women, such as Ghandi, Caesar, Lincoln, 
Martin Luther King Jr., Joan of Arc, and Jefferson (Ayman, 1993; Bass, 1990; Bennis, 1997; 
Bennis & Nanus, 1985; Northouse, 2001; Senge, 1990; Weiler & Weller, 2000). These and 
other leaders have built powerful corporate dynasties, commanded triumphant armies, and 
influenced nations. They came from military, political, religious, and social settings and were 
found in legends and myths (Senge, 1990; YukI, 1981). 
Leadership Definitions 
According to Stogdill (1974), the 1933 edition of the Oxford English Dictionary stated 
that the word "leader" appeared as early in the English language as 1300 with the word 
"leadership" not appearing until 1800. Jennings (1960), however, writes that leadership ran 
be traced back to the early Greek and Latin era. The word "leadership" evolved from the verb 
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"to acr" (p. 3). The two Greek action words, "archein" (to begin, to lead, and finally, to rule) 
and "prattein" (to pass through, to achieve, to finish) coincide with the two Latin verbs 
"agere" (to set into motion, to lead) and "gerere" (the original definition of which was to 
bear) (p. 3). Jennings continues his explanation of the history of the word "leadership" by 
saying that "...each action is divided into two parts, the beginning, made by a single person, 
and the achievement, performed by others who "bearing" and "finishing" the enterprise see it 
through" (p. 3). Thus the leader depends upon other people for assistance or help, and the 
followers depend on him for an occasion or reason to act. 
With the existence of the words leader and leadership, came leaders that were 
proclaimed heroes; definitions on what a leader and leadership are; studies, books, and 
journal articles about how to become a leader; and traits and attributesThaT a person must 
possess to be a successful leader. 
Stogdill's Handbook of Leadership (1974) contains an extensive display of leadership 
theories; leadership traits, roles, personalities, behaviors, and values; and how leaders interact 
with their followers. This handbook contains over 70 definitions of leadership based on 
research up to that time period (ImmegarL 1988). Bass's third edition of the book (1990) is 
over 500 pages longer and contains 189 pages of references which represent the 4,725 studies 
on leadership that he has collected and analyzed (ROSL 1991). Nearly 20 years after Stogdill's 
book, methodology had become more refined, more field and longitudinal studies appeared in 
the field of leadership, and changes in our society increased die growth of research literature 
(Bass, 1990). 
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Bass states that leadership has "almost as many different definitions as there are persons 
who have attempted to define the concept" (Bass, 1990. p. 11). Leadership is as difficult to 
define as "democracy, love, and peace" (Northouse, 2001, p. 2). Clark and Clark (1990) state 
that "you can not talk about leaders with anyone until you agree on what you are talking 
about. That requires a definition of leadership and a criterion for leadership acts that can be 
agreed on" (p. 20). Some definitions that would be representative follow: 
Leadership is the name for that combination of qualities by the possession of 
which one is able to get something done by others chiefly because through his 
influence they become willing to do it. (Tead, 1935, p. 149) 
Leadership is an influence relationship among leaders and followers who intend 
real changes that reflect their mutual purposes. (Rose 1991. p. 102) 
Leadership focuses on determining organizational objectives and strategies. 
building consensus for meeting those objectives, and influencing others to work 
toward the objectives. (Dunklee, 2000, p. 115) 
Leadership is the process of persuasion or example by which an individual (or 
leadership team) induces a group to pursue objectives held by the leader or 
shared by the leader and his or her followers. (Gardner, 2000, p. 3) 
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Leadership is a process whereby an individual influences a group of individuals 
to achieve as common goal. (Northouse, 2001, p. 3) 
More than 350 définitions of leadership have been collected over the "decades of 
academic analysis" (Bennis & Nanus, 1985, p. 4). The definitions of leadership are countless, 
with little agreement in the message. 
It is neither feasible nor desirable at this point in the development of the discipline 
to resolve the controversy over the appropriate definition of leadership. For the 
time being, it is better to use the various conceptions of leadership as a source of 
different perspectives on a complex, multifeceted phenomenon. (YukL 1981, p. 5) 
Bennis & Nanus (1985) voice the same opinion. 
Never have so many labored so long to say so little. Multiple interpretations of 
leadership exist each providing a sliver of insight but each remaining an 
incomplete and wholly inadequate explanation. Most of these definitions don't 
agree with each other.... Definitions reflect fads, fashions, political tides and 
academic trends, (p. 4—5) 
Regardless of differing definitions of leadership, according to Bass, a "rough scheme of 
classifications can be made. Leadership has been concaved as the focus of group processes, 
as a matter of personality, as a matter of inducing compliance, as the exercise of influence, as 
particular behaviors, as a form of persuasion, as a power relation, as an instrument to achieve 
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goals, as an effect of interaction, as a differentiated role, as initiation of structure, and as 
many combinations of these definitions" (Bass. 1990, p. 11). 
Leadership literature from education to business abounds with attributes of leaders, 
seemingly simple steps that one must follow that will create a leader and traits that a leader 
should possess. Charles Handy, an independent writer and educator, works with diverse 
organizations in business, government, health, and education. He believes that abiding by the 
following five attributes, a person will be able to successfully ran a "community of 
individuals where authority has to be earned" (Handy, 1996). 
1. A leader must have a belief in oneself 
2. A leader must have a passion for the job 
3. A leader must have an awareness of other worlds 
4. A leader must have a love of people 
5. A leader must have a capacity for aloneness. (pp. 8—9) 
Weller and Weller (2000) asked the question, "Who is not a leader?" meaning that a 
leader can be anybody from a community member to a teacher to a doctor (p. 25). The 
discrepancy on leadership definitions and research findings proves that "any person's 
definition of leadership is as valid as another's and that one's definition of leadership is cast 
within the context of one's frame of reference regarding time, one's sociopolitical and 
economic experiences, and one's own personality traits" (p. 25). 
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Leadership Theories 
Through the ages, there have been many theories about leadership which have 
established a foundation for this study. According to Sims and Lorenzi (1992), these theories 
"hold up until a better theory comes along. New paradigms are inevitable" (p. 6). Instead of 
drawing from the theories of the past, the old model falls into "disfavor," and a "new way of 
thinking" is introduced (Chemers, 1993, p. 51). 
Great Man or Hero Theory 
One of the earliest leadership theories is the Great Man or Hero Theory (Ayman, 1993; 
Bass. 1990; Bennis, 1997; Bennis & Nanus, 1985; Carlvle, 1900; Getzeis, Lipham & 
Campbell 1968; Hanson, 1979; Heifètz, 1994; Jennings, 1960; Lehman, 1928; Rost, 1991; 
Stogdill, 1974; Weller & Weller, 2000). This theory has the belief that leaders were bom, not 
made. They possessed power from their inheritance or some other uncertain process that very 
few individuals had. "Those of the right breed could lead; all others must be led. Either you 
had it or you didn't. No amount of learning or yearning could change your fete" (Bennis & 
Nanus, 1985, p. 5). 
In 1840, Thomas Carlvle, one of the first writers on this theory, wrote the series of 
lectures and presented them in Foreman Square, entitled On Heroes, Hero- Worship, and the 
Heroic in History (Heifetz. 1994; Lehman, 1928). Carlvle explained his writings to Ms 
brother on March 2,1840, "I am to talk about gods, prophets, priests, kings, poets, teachers; 
and may probably call it "On the Heroic"...Hero-worship never ceases" (as cited in Lehman, 
1928, p. 40). Carlyle wrote that the great man is superior and is "followed, admired, and 
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obeyed to the point of worship...this great leader has extraordinary insight and to whom we 
unavoidably bow" (Jennings, I960, pp. 5,6). 
Gallon's 1869 study based the "great man" leadership view on inheritance (Bass, 1990). 
In 1931, Wiggam proposed that superior leaders come from the aristocratic rlass that is 
different biologically from the lower class (Bass, 1990). Such leaders as Lee Iacocca, 
Douglas MacArthur, John F. Kennedy, and Martin Luther King are examples of modem 
"great men" (Bass, 1990). 
Trait Theory 
The Trait Theory was one of the first approaches in the 20th century to leadership 
(Green, 2001; Heifetz, 1994; Northouse, 2001; Taylor, 1994; YukI, 1981) and is based on the 
superior qualities that a leader has that separates him from his followers (Brvman, 1992). 
These trails were used to identify leaders and nonieaders (Green, 2001) and were grounded 
on personality and character (Bass. 1990; Stogdill, 1974). The leader focused on completing 
die tasks thai were identified for the position. The productivity of the organization was used 
to evaluate the leader (Green, 2001). Green (2001) states that the function of these leaders 
was to "tell people what to do, monitor the progress of individuals in the workplace, see that 
organizational rules and regulations were followed, reward excellent performance, and 
penalize poor performance" (p. 7). 
Bird (1940) wrote about 20 studies that focused on 79 traits. Of these traits, 65 percent 
were found in only one study (Stogdill, 1974). Capacity, achievement, responsibility, 
participation, and status were cluster ideas found in the 124 studies that Stogdill analyzed 
17 
between 1904 and 1947 (Getzels. Lipham, & Campbell, 1968; Hackman & Johnson, 2000; 
Stogdill, 1974; YukI, 1981). 
In Stogdill's 1974 publication, 163 traits studies were analyzed between 1949 and 1970 
(Hackman & Johnson, 2000; YukI, 1981). He discovered that there were less inconsistencies 
between the 1950s and 1960s research (Hackman & Johnson, 2000). The 1948 and 1974 
reviews suggested that there was no consistent list of traits that determined a leader 
(Hackman & Johnson, 2000; Heifetz. 1994; Heilbrunn, 1996; Owens, 1991). The traits of 
leaders depended on the differing situations in which a leader found himself (Stogdill, 1974). 
A person with leadership traits in one circumstance, might not be leader in another 
circumstance (Brvman, 1992; Hackman & Johnson, 2000; Northouse, 2001; Taylor, 1994; 
Tead, 1935). Mann's 1959 review of 125 leadership studies led to 750 findings focused on 
personality traits of leaders, and just as in Stogdill's research, conclusions there was no 
consistency in a common set of traits from one leader to another (Hoy & Miskel, 1991). 
Immegart (1988) determined from his study of this theory that intelligence, dominance, 
self-confidence, and high energy/activity level were mentioned the most and were agreed 
upon by a vast number of reviewers (p. 261). Physical factors (height, weight, physique, 
appearance, and age); ability characteristics (intelligence, fluency of speech, scholarship, and 
knowledge); and personality features (dominance, self-confidence, interpersonal sensitivity, 
and emotional control) are three broad types of traits found in the literature (Bryman, 1992, 
p. 2; YukI, 1981, p. 67). 
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Table I shows Northouse's chronological summarization of the review of literature on 
the Trait Theory. Because of the variances found in the review, he concludes that it is very 
difficult to choose definite traits that would be present in leaders. 
Even though the validity of the Trait Theory was questioned in the mid-20* century 
(Tead, 1935), there now appears to be a revival of this belief (Hackman & Johnson, 2000; 
Northouse. 2001). "Would-be" leaders might want to possess the following traits: 
intelligence, self-confidence, determination, integrity, and sociability as described by 
Northouse (2001, p. 18). He sites three standard personality assessments that could be used 
by organizations to determine an individual's unique attributes for leadership: the 
Table 1. Trait Theory review of literature* 
Stogdill 
(1948) (1959) 
Mann Stogdill 
(1974) 
Lord, DeVader, 
& Alliger 
(1986) 
Kirkpatrick 
& Locke 
(1991) 
Intelligence Intelligence Achievement Intelligence Intelligence 
Alertness 
Insight 
Responsibility 
Initiative 
Persistence 
Self-confidence 
Sociability 
Masculinity Persistence 
Adjustment Insight 
Dominance Initiative 
Extroversion Self-confidence 
Conservatism Responsibility 
Cooperariveness 
Tolerance 
Influence 
Sociability 
Masculinity Motivation 
Dominance Integrity 
Confidence 
Cognitive ability 
Task knowledge 
"Source: Northouse (2001, p.18). 
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Minnesota Multiphasic Personality Inventory, the Myers-Briggs Type Indicator, and the 
Leadership Trait Questionnaire (Northouse, 2001). 
Transformational and Transactional Leadership Theories 
A transformational leader is a leader who looks for potential motives in 
followers, seeks to satisfy higher needs, and engages the full person of the 
follower. The result of transforming leadership is a relationship of mutual 
stimulation and elevating that converts followers into leaders and may convert 
leaders into moral agents. (Bums, 1978, p. 4) 
The term "Transformational leadership," though first named by Downton in 1973 
(Northouse, 2001), became an important leadership theory by James McGregor Bums, a 
political sociologist. In his book. Leadership (1978), a close union between the leader and 
follower was first introduced. Burns stated that Transactional leadership looked to the 
satisfaction of one's basic needs, whereas Transformational leadership focused more on the 
follower's higher-level needs (Hackman & Johnson, 2000; Sergiovarmi, 1999 ). 
Figure 1 of Maslows Heirarchy Of Needs (Hackman & Johnson, 2000) assists one in 
understanding the difference between these two leadership theories. The Transactional leader 
is the most concerned with meeting his follower s physiological, safety, and belonging and 
love needs (Hackman & Johnson, 2000; Silins. 1994). The Transformational leader assists his 
follower s attainment of these needs, but also wishes to develop the person totally through 
meeting the self-esteem and self-actualization needs (Bass, 1990; FTacIrman & Johnson, 
2000). The moral concern of "goodness, righteousness, duty, and obligation" is another 
responsibility of the Transformational leader (Sergiovannf, 1999, p. 73; Sergtovarmi, 2001, 
p. 136). 
Bums attempted to Hnlc the leadership role and followership role (Bass, 1985; 
Heilbrunn, 1996; Northouse, 2001). The Transformational leader "is attentive to the needs 
and motives of followers and tries to help followers reach their fullest potential" (Northouse, 
2001, p. 132). Bums asks followers to: 
Self-Actualization Needs 
Self-fulfillment, 
Actualizing one's potential 
I Self-Esteem Needs 
High self-respect, self approval, 
Esteem of others, achievement, 
Competency, reputation, prestige, status 
Belonging and Love Needs 
Friendship, affection, 
Acceptance and identification with others 
Safety Needs 
Structure, order, law, security, stability, 
Protection, freedom from fear, anxiety, chaos 
Physiological Needs 
Food, water, air 
Figure 1. Maslows Hierarchy ofNeeds (Source: Hackman & Johnson, 2000, p. 89) 
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transcend their own self-interests for the good of the group, organization, or 
society; to consider their longer-term, needs to develop themselves, rather than 
their needs of the moment; and to become more aware of what is really 
important. (Bass, 1990, p. 53) 
Harry Truman's definition of leadership coincides with the Transformational leadership 
theory. "A leader is a man who has the ability to get other people to do what they don't want 
to do, and like it" (Truman, 1956, p. 139). Dwight D. Eisenhower's definition of leadership 
as quoted by Larson, is also an example of Transformational leadership. "Leadership is the 
ability to decide what is to be done, and then to get others to want to do if (Larson, 1968, 
p.15). 
Transformational leadership can create large differences and changes in groups, 
organizations, and societies by "sharply arousing or altering the strength of needs which may 
have lain dormant" (Bass, 1985, p. 17). Bass believes that a Transformational leader has a 
"vision, self-confidence, and inner strength" to stand up for what he believes is right and not 
be swayed by popular demand or beliefs on that situation or time (1985, p. 17). Leaders and 
followers are focused on common goals, strive to be the best that they can be, and together, 
they want to move the organization in a new direction (Sergiovanni, 1999; Sergiovanni, 
2001). Weller and Weller (2000) believe That Transformational leaders can "excite" and 
"energize" their followers to "dream, envision ideals, and view their work from a different 
perspective" (p. 8). A purpose, shared vision, and long-term goals are supported by this 
leadership style, and all efforts are joined together (Fields & HeroIcL 1997; Weller & Weller, 
2000). 
Researchers write that there are four main factors that Transformational leaders display 
(Bass, 1985; Bass, 1996; Bass & Avolio, 1993; Bryman, 1992; Hackman & Johnson, 2000; 
Northouse, 2001, Sflins, 1994): 
1. Charisma—The follower wants to be like the leader who is admired, respected, 
and trusted. His needs are second to the follower's needs. High moral and 
ethical living is demonstrated. 
2. Inspirational motivation—Followers are united with the leader through common 
goals and a shared vision. They want to work as a team, and are very 
enthusiastic and positive. 
3. Intellectual stimulation—A follower's new ideas are encouraged and creativity 
abounds. The leader does not criticize a follower's actions or mistakes in front 
of others. 
4. Individualized consideration—Coaching and mentoring by the leader, assists the 
follower in reaching his highest potential through his achievements and 
professional growth. Communication between the leader and follower is a two-
way process. (Bass, 1985. pp. 5-6) 
For the Transformational leader, "nothing is too good, too fixed, too political, or too 
bureaucratic that it can't be challenged, changed retired, and/or abandoned" (Avolio, 1999, 
p. 46). This leader encourages creativity and new ideas and supports followers in assisting in. 
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solving problems. Avolio believes that when mistakes are made, this leader never criticizes 
the follower in a group setting. 
The Transactional leadership theory is based on the transaction or exchange between the 
leader and follower (Bass, 1996) which could lead to a reward, support, and privileges from 
the leader (Fields & Herold, 1997). The follower knows what is expected of him in order to 
receive a "contingent reward" (Bass, 1985, p.I2I, Bass, 1996, p. 7; Bass & Avolio, 1993, 
p. 52; Bryman, 1992, p. 99; Gronn, 1996, p.15; Northouse, 2001, p. 140; Silins, 1994, p. 278), 
meaning that the leader and follower agree on what the follower should do and from this 
action, punishment or rewards are given, its focus is on the leader and follower each having 
their own independent goals and purposes. 
Sergiovanni (1999,2001) writes that because each member of the group has his own 
focus and does not share a common purpose, some type of "bartering" (pp. 74,136) takes 
place. The leader and follower barter needs and wants until an agreement is made. Example 
practices would be positive reinforcement in exchange for good work, merit pay in exchange 
for teachers' increased performance, and a sense of belonging for cooperating (Sergiovanni, 
2001; Bass, 1985; Hackman & Johnson, 2000). 
Another focus of Transactional leadership is "management-by-exception" (Northouse, 
2001, p. 140; Bass, 1996, p. 7; Bass & Avolio, 1993, p. 52; Bryman, 1992, p. 100; Silins, 
1994, p. 278), in which the leader becomes involved with the follower through negative 
feedback, a demotion, or by being dismissed (Bass, 1985, p. 122; Northouse, 2001, p. 140). 
Punishing and disciplining a follower is the leader's focus (Bass & Avolio, 1993, p. 52). 
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To determine if a leader has transformational or transactional tendencies, Northouse 
(2001) suggests using the Multifactor Leadership Questionnaire (MLQ). This questionnaire 
originated from qualitative data that was gathered by Bass and his team from 70 senior 
executives in South Africa. The team recorded the sharing of these senior executives about 
past transformational leaders that they had come in contact with (Bass & Avolio, 1993). 
From there, the responses from U.S. Army colonels about their "superiors" and gathered 
from managers, were used to create the questionnaire items (1993, p. 55). There are several 
different forms available, but each will present to the participant which style of leadership 
best describes them (1993). 
Servant Leadership Theory 
The servant-leader is servant first... It begins with the natural feeling that one 
wants to serve to serve first. Then conscious choice brings one to aspire to 
lead— The difference manifests itself in the care taken by the servant-first to 
make sure that other people's highest priority needs are being served. The best 
test, and the most difficult to administer, is: Do those served grow as persons? 
Do they, while being served, become healthier, wiser, freer, more autonomous, 
more likely themselves to become servants? And, what is the effect on the least 
privileged in society; will they benefit or, at least, not be further deprived? 
(Frick & Spears, 1996, pp. 1-2) 
25 
The above quote, by Robert Greenleaf, is the foundation for Servant leadership which 
he wrote about in his book, The Servant as Leader, in 1970. Greenleaf thought that 
leadership was given to a person that was by nature a servant to others. He felt that the only 
way that a person could become a leader was by first becoming a servant. Greenleaf wrote 
about this theory at the age of 66 years (Greenleaf, 1970; Spears, 1995). 
Greenleaf worked for AT&T for 40 years and then did consultative work on leadership 
for the next 25 years with such institutions as the Lilly Endowment, Inc. and the Ford 
Foundation (Frick & Spears, 1996; Spears, 1995,1998). In 1964, he created the Center for 
Applied Ethics which became know as the Robert K. Greenleaf Center in 1985 (Spears, 
1995). 
Herman Hesse's Journey to the East, written in 1956, served as the basis for 
Greenleaf s Servant leadership theory (Northouse, 2001). The central character, Leo, is a 
servant to a group of men on a mythical journey. Leo performed chores while sustaining 
them with his songs and caring spirit. After Leo became lost and disappeared, the travelers 
were unable to continue their journey. Years later, one of the men who had been wandering 
was taken in by the Order that supported the journey. He discovered that Leo is the titular 
head of this Order and was looked upon as a "great and noble leader" (Greenleaf, 1977, p.7; 
Greenleaf, 1998, p. 16). "This story clearly says that the great leader is seen as servant first, 
and that simple fact is the key to his greatness" (Greenleaf, 1998, p. 16). 
Larry Spears, the executive director of the Greenleaf Center for Servant Leadership in 
Indianapolis, states that Servant leadership is not a "quick-fix" approach, but a "long-term, 
transformational approach to life and work, in essence, a way of being that has the potential 
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to create positive change throughout our society" (Spears, 1995, p. 4). Spears has identified 
10 characteristics of Servant leadership after studying Greenleaf s original works. He says 
that these characteristics are "central to the development of servant-leaders" (Spears, 1998, 
P- 3). 
1. Listening—Servant-leaders must make a deep commitment to listen to others. 
They seek to listen respectively to what is and isn't being said. 
2. Empathy—Servant-leaders focus on understanding and empathizing with others. 
Even when a leader needs to reject co-workers' behavior or performance, he must 
not reject them as people. 
3. Healing—Servant-leaders have the potential to heal themselves and others. 
Emotional hurts and broken spirits are common, and he needs to recognize 
opportunities to help them become whole. 
4. Awareness—Servant leaders have self-awareness. It assists in understanding 
issues involving ethics and values. 
5. Persuasion—Servant leaders have a reliance upon persuasion in making decisions. 
They seek to convince others instead of coerce compliance. 
6. Conceptualization—Servant leaders "dream great dreams." They think beyond 
day-to-day realities. 
7. Foresight—Servant leaders understand the lessons from the past, the realities of 
the present, the likely consequence of a decision for the future. He has an intuitive 
mfnri 
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8. Stewardship—Servant leaders assume first and foremost a commitment to serving 
the needs of others. 
9. Commitment to the growth of people—Servant-leaders are deeply committed to 
the personal, professional, and spiritual growth of each and every individual 
within the institution. 
10. Building community—Servant leaders seek to identify a means for building 
community among those who work within a given institution. (Spears, 1995, pp. 
4—7; Spears, 1998, pp. 4-6) 
Today, such leaders as Peter Senge, Stephen Covey, Peter Block, and Max DePree have 
their foundations in the theory of Greenleaf s Servant leadership. These men and others 
"emphasize the importance of an ethical base for organizations, the power of trust and 
stewardship, and the personal depths that authentic leaders must honor as they empower and 
serve others" (Frick & Spears, 1996, p. 3). Organizations have been recreated with the focus 
on Servant leadership with each restructuring looking different since it is based on the ideas, 
backgrounds, and experiences of its own people. The philosophies of Greenleaf have been 
adapted to the organizations with no prescribed rules and regulations (1996). 
The theory of Servant leadership is evident in the Interstate School Leaders Licensure 
Consortium (ISLLQ Standards according to Joseph Murphy, chairperson oflSLLC and Nefl. 
Shrpman, director oflSLLC. They believe that the foundation of the ISLLC Standards rests 
on these four pillars: 1) the leader as community servant, 2) the leader as organizational 
architect, 3) the leader as social architect, and 4) the leader as moral educator (Murphy & 
Shipman, 1999, pp. 212-216; Murphy, YfE. & SMpman, 2000, pp. 3—7). The theory of 
Servant Leadership is the basis of the first pillar. The leader of today needs to learn to "lead 
not from the apex of the organizational pyramid but from the nexus of a web of interpersonal 
relationships, with people rather than through them" (Murphy & Shipman, 1999. pp. 212— 
213; Murphy et al„ 2000. p. 3). A leader needs to have trusting relationships with those in 
whom he works. Leading by one's heart is just as important as leading with one's head 
(Murphy et al., 2000, p. 3). This leader does not direct, control, or supervise, but rather 
creates meaning with his followers. 
Sergiovanni (2001), although not using the term "Servant Leadership," also speaks of 
the heart of leadership which means what a person "believes, values, dreams about, and is 
committed to...his personal vision" (p. 343). Leading with one's head deals with the theories 
that the person has held over time and then when reflecting on a situation, relies on these 
theories. Sergiovanni adds the hand of leadership to complete this triad which refers to the 
actions that are taken and the decisions that are made (2001). 
Leadership in Schools 
Leadership is the mobilization of people to adapt a school's practices and beliefs 
so that it more fully achieves its mission with all children. Leaders must be able 
to shape the school to meet emerging needs in its environment and among its 
students. (Donaldson, 2001, pp. 2,4) 
The research, as has been cited so far in this chapter, represents an examination of the 
development, definitions, and theories of leadership. The role of a leader in a school setting 
has its foundation in these findings, but the term "leader" in the educational field is relatively 
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new. The National Society for the Study of Education (NSSE) has focused on leadership and 
administration since it was founded in 1901 (Mitchell & Cunningham, 1990). The reference 
to administrators appeared first in 1908 in the Seventh Yearbook. Part I, The Relation of 
Superintendents and Principals to the Training and Professional Improvement of Their 
Teachers (1990, p.l). In 1914, high school administration and secondary mstruction was the 
focus. In the 1946 yearbook, Changing Conceptions of Educational Administration, the 
authors wrote about educational administration as an area of study and practice. Eighteen 
years later, it was treated as a discipline necessary to schooling and was guided by the 
knowledge from the vast range of behavioral sciences (p. 1). It was not until 1917, however, 
that the word "leader" appeared in the title, Leaders in American Education, Seventieth 
Yearbook, Part II (p. I). 
Emergence of the principal 
The principal is often looked upon as the leader of the school. This section of the study 
will focus on the emergence of the principal beginning in 1837. 
There are no historical records that state the exact date of the creation of the principal in 
American education, but several factors that contributed were 
1. the separation of children into grades, 
2. rapid growth of cities, 
3. consolidation of departments under a single principal, 
4. freeing of the principal from teaching duties, 
5. recognition of the principal as a supervisory head of a schooL and 
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6. establishment of the Department of Elementary School Principals of the National 
Education Association. (Pierce. 1935. p. 7) 
The one-room school concept was the earliest kind of schooling in the United States. At 
a town meeting, the teacher was chosen and he was supervised by a school committee of 
laymen. They visited the school periodically and checked to be sure that the students were 
behaving and that some learning was taking place (National Education Association, 1948). 
As student enrollment increased, the "head teacher" or "headmaster" was created (p. 96). 
From the colonial period until 1840, this educational system existed. The superintendent of 
schools was then established and unified school systems were created. 
With the increasing population in cities, so too, the student enrollment in schools 
increased. One reason for the student increase was that in Massachusetts in 1837, compulsory 
education was required (Schuster & Stewart, 1973). Horace Mann, the chief state school 
officer from 1837—48, had the responsibility to be sure this was enacted (Knight, 1952), and 
other stales gradually followed this requirement (Schuster & Stewart, 1973). In such cities as 
New York, St. Louis, Boston, Philadelphia, and Baltimore, the responsibility of supervising 
teachers was given to the principal by the superintendent of schools (Schuster & Stewart, 
1973). 
The official role of the principal is thought to have taken place in 1838 in Cincinnati 
(Kimbrough & Burkett, 1990; Schuster & Stewart, 1973). The word "principal" comes from 
the word "prince" and means "first in rank, degree, importance, and authority" (Kimbrough 
& Burkett, 1990, p. 3). His role was to use Ms authority to make decisions on how the school 
should function (Kimbrough & Burkett, 1990). This appointment was recorded in the Ninth 
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Annual Report ofthe Trustees and Visitors of the Common Schools of Cincinnati, placing the 
principal in charge of "grading teachers, fixing salaries, and classifying pupils" (Schuster & 
Stewart 1973, p. 27). Schools in the Midwest soon followed suit (Schuster & Stewart 
1973). 
With the development of the graded school, the principal was not responsible for 
teaching and became focused on correcdy grading and classifying the pupils (Pierce,I935; 
Schuster & Stewart 1973). The Quincy School in Boston in 1847 has been recorded as the 
first graded school which had students in groups according to age or achievement and 
assigned to one teacher in a room (Cuban, 1988). This school had twelve classrooms with 
over fifty students per room, each having a chair and a desk and one teacher. Over 600 
students and twelve teachers were in the school (Cuban, 1988). 
In most schools, however, the "principal teacher" was required to teach full or part time 
while also being responsible for "grade reporting, record keeping, building maintenance, and 
other similar management functions that now are largely considered to be supportive 
services" (Lipham & Hoeh, 1974, p.l 18). In early school board reports, this "principal 
teacher" was designated as the "controlling head of the school...indicating that teaching was 
the chief duty" (Pierce, 1935, p. 11). In 1850, "head teachers," "principal teachers," or 
"headmasters" were found in the larger school systems (Gross & Herriott, 1965, p.3). 
In 1857 in Boston, Superintendent Philbrick stated that one or two half-days a week in 
some schools were set aside so that the principal could "inspect and examine primary 
classes" (Pierce, 1935, p. 15). These individuals were chosen based on their years of tpachfng 
experience in that district or other personal reasons (Lipham & Hoeh, 1974). hi some places, 
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if they taught in the upper elementary grades, they were often chosen as the "principal 
teacher1 (Lipham & Hoeh, 1974, p. 118). The responsibility of student discipline was often 
given to the "principal teacher' in the junior and senior high schools (p. 118). Male teachers 
subordinate" (Shakeshaft, 1987. p. 31). In 1871. The Seventeenth Annual Report of the Board 
of Education of St. Louis authorized that when student enrollment increased from 5000 to 
20,000. the superintendent's duties changed and the management of individual schools was 
taken over by the "principal teacher' (Schuster & Stewart, 1973). 
Pierce (1935) listed the following responsibilities that the "principal teacher" had 
during this time period. He was 
1. to function as the head of the school charged to his care, 
2. to regulate the classes and course of instruction of all pupils, whether they 
occupied his room or the rooms of other teachers, 
3. to discover any defects in the school and apply remedies, 
4. to make defects known to the visitor or trustee of ward, or district, if he were 
unable to remedy conditions, 
5. to give necessary instruction to Ms assistants 
6. to classify pupils, 
7. to safeguard school houses and furniture. 
8. to keep the school clean, 
9. to instruct assistants. 
while women were viewed as the "ideal 
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10. to refrain from impairing the standing of assistants, especially in the eyes of 
their pupils, and 
11. to require the co-operation of his assistants, (p. 12) 
Until 1900» a very low percentage of women were in the administrative field, and most 
that were had established their own schools ( Shakeshaft, 1987). In the early 1900s in 
Chicago, Ella Flagg Young became the first woman superintendent of a large city school. 
Women in administrative roles increased steadily, and by 1928 they filled the following 
percentages: 55% of elementary principalships, 25% of county superintendents, nearly 8% of 
secondary principalships, and 1.6% of district superintendents (p. 34). They, however, earned 
less money, had a lower status, and had less powerful positions than their male counterparts 
(p- 34). 
By the 1920s, principals were looked upon as professionals, and they were relieved of 
their teaching responsibilities (Cuban, 1988). Their "superiors" growing expectations that 
they not only carry out orders, complete their reports on time, look after the building, 
maintain decent relations with adults and children...(and) manage the curriculum and 
supervise instruction," meant that they had no time left to teach (p. 54). 
The formation of the National Education Association's Department of Elementary 
School Principals (NAESP) in 1920 "marked a turning point in the professional leadership 
development of the principal" (McCown, Arnold, Miles, & Hargadine, 2000, p. 14). The 
focus ofNAESP was to assist principals in realizing their own "professional possibilities and 
responsibilities" (p. 14). Gross and Hemott (1965) believed that when NAESP was created, 
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principals were urged to place greater emphasis on leadership of the 
instructional program and less on the routine and purely housekeeping facets 
of their work. They were encouraged to work closely with their staffs to 
improve the quality of teaching and the curriculum. Publications of their 
national association discussed research studies and new and improved 
practices in classroom organization and methods of teaching, and the 
principals were expected to introduce these new ideas into their own schools. 
(P-4) 
The Advisory Committee on Education in 1938 stated that there were more than 20 
thousand state, county, and city school administrators and assistants and about 35 thousand 
principals and supervisors. They were designated to lead in more than 250 thousand public 
schools in the United States (Knight, 1952). 
In 1942. Reavis and Judd stated, "The tendency at present in most town and city school 
systems is to regard the principal as the intellectual leader of his school and to hold him 
responsible for the professional improvement of his teachers" (Reavis & Judd, 1942, p. 333). 
Six years later, in the Department of Elementary School Principals of the National Education 
Associations yearbook, one of the eleven educational leaders interviewed asserted this 
opinion of the future of principalshrp. 
Supervision is no longer direction and inspection. Supervision has become 
leadership in the inservice professional development of classroom 
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teachers— Organization for supervision thus becomes the organization for the 
inservice professional development of teachers; the chief function of supervision 
becomes "teacher development;" and the techniques of supervision consist 
largely of teacher education procedures. 
The future role of the elementary-school principal will not be that merely of a 
line officer responsible for the entire program and all the individuals in his 
school. The future role of the principal will be primarily that of coordinator, 
consultant, and staff education leader. He will take an active part in teacher 
education. His chief function will be to help identify problems, to coordinate the 
various phases of the program in his school, to consult with individual teachers 
and groups of teachers regarding their problems. (National Education 
Association, 1948, p. 271) 
This 1948 yearbook states that the principal needs to be a follower as well as a leader. 
He needs to be ready to compromise and because of this, larger opportunities to be a leader 
and have "constructive influence" will be present (National Education Association, 1948, 
p. II). 
The following quotes from two popular 1950"s textbooks on administration emphasized 
the focus on leadership. 
There is no greater test of leadership on the part of a principal than Ms positive 
influence on the professional growth of his teachers. If he is accepted by his 
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teachers merely as a school executive and not as a professional leader, he cannot 
be regarded as a successful principal. He is responsible for contributing 
definitely to the professional improvement of his teachers and he will probably 
not succeed unless he becomes to them a stimulating professional leader. 
(Reavis. 1953, p. 303) 
... Whether the school becomes a challenging educational enterprise or a dull 
and dreary place for children depends not so much upon what there is at the 
outset of his effort as upon the quality of leadership he provides for the staff 
(Spain, Drummond, & Goodlad, 1956, pp. 69—70) 
Principal as manager 
From the existence of the principal in American schools until the late 1970s, he was 
looked upon as manager of the school. In the 1960s and '70s, he acquired several new 
responsibilities such as supervising the federally sponsored and funded programs to assist 
special needs students, compensatory education, bilingual education, education for students 
with disabilities, and cumcular innovation (Hallinger. 1992, p. 36). The managing of the 
implementation of these programs was the principal's responsibility. The goals, procedures, 
and elements of these programs were not developed by the principal or the school district, but 
were mandated by others as a means to eliminate social or educational problems (Hallinger, 
1992, p. 36). Curriculum and program management increased with the influx of federal 
dollars to improve mathematics and science programs. The era of curriculum improvement 
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was now the focus as other subjects were gradually scrutinized, as well. Because of school 
improvement and change demands, principals were looked upon as hopeful agents of change 
(Leithwood & Montgomery, 1992). 
Principal as instructional leader 
Ron Edmonds, in 1979, was instrumental in beginning the movement for principals to 
be actively involved in becoming "instructional leaders" and focusing staff on student 
outcomes ( Hallinger, 1992). The instructional leader concept is based on the belief that 
schools "cannot improve themselves, that state legislatures or departments of education must 
tell them what they must do. The role of the administrator is, apparently, to see to it that the 
schools do what they are told to do" (Griffiths, Stout, & Forsyth, 1988, pp. 286-87). This 
view could be called the "effective school manager" according to these authors (1988, p. 287) 
since it is based on the effective schools research. These studies recommend "strong 
administrators who set goals, monitor student and teacher performance, build a stable 
climate, develop job descriptions, set rules and policies that ensure reliable behavior, attempt 
to control all aspects of the school, and emphasize centralization and efficiency" (p. 287). 
Bang an instructional leader is where the majority of time is spent for effective school 
principals (p. 287). Griffiths et aL conclude that "'instructional leader* and 'effective school 
manager' seem to be used as synonyms for "strong leader™ (p. 287). 
Sweeney (1982) believed that principals need to consistently demonstrate that they are 
instructional leaders, and they seek to make a difference, hi order to be effective instructional 
leaders, they must make student achievement the highest priority. La four research studies 
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that Sweeney analyzed, effective instructional leaders focused on student achievement in the 
following ways: 
1. frequent discussions of student achievement during faculty meetings, 
2. reduction or elimination of daily interruption of classes, rewarding student 
achievement in assemblies, and exhibiting outstanding student work, 
3. sharing achievement data with students, faculty and community members, and 
4. communicating the importance of student achievement to parents (individually and 
via media). (1982, p. 205) 
These effective instructional leaders also "set instructional strategies, coordinated 
instructional programs, frequently evaluated pupil progress, maintained an orderly 
atmosphere, and supported teachers" (Sweeney, 1982, pp. 205-206). 
By 1985, it was not acceptable for principals to place a large emphasis on maintenance 
of the school or managing the programs (Hallinger, 1992). Instructional leadership was a 
focus in most states and in-service was centered on developing this leadership. The principal 
was expected to "be knowledgeable about curriculum and instruction and able to intervene 
directly with teachers in making instructional improvements" (1992, p. 37). This new role of 
instructional leader meant "'high expectations for teachers and students, close supervision of 
classroom instruction, co-ordination of the school's curriculum, and close monitoring of 
student progress" (p. 37). The principal's large range of responsibilities is well represented 
by Barth/s quote. 
The principal is ultimately responsible for almost everything that happens in 
school and out. We are responsible for personnel—making sure that employees 
39 
are physically present and working to the best of their ability. We are in charge 
of program—making sure that teachers are teaching what they are supposed to 
and that children are learning it We are accountable to parents—making sure 
that each is given an opportunity to express problems and that those problems 
are addressed and resolved. We are expected to protect the physical safety of 
children—making sure that the several hundred living organisms who leave 
each morning return, equally lively, in the afternoon. 
Over the years principals have assumed one small additional responsibility after 
another—responsibility for the safe passage of children from school to home, 
responsibility for the safe passage of children from home to school, 
responsibility for making sure the sidewalks are plowed of snow in winter, 
responsibility for health education, sex education, moral education, 
responsibility for teaching children to evacuate school buses and to ride their 
bikes safely. We have taken on lunch programs, then breakfast programs; 
responsibility for the physical condition of the furnace, the wiring, the 
playground equipment. We are now accountable for children's achievement of 
minimum standards at each grade level, for the growth of children with special 
needs, of the gifted, and of those who are neither. The principal has become a 
provider of social service, food services, health care, recreation programs and 
transportation—with a solid skills education worked in somehow. (Barth, 1980, 
pp. 4-6) 
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Cunningham (1990) asserted that the model for educational leadership was found in 
business literature and effective schools literature. During this time period, "checklists of 
leadership tasks and strategies" were developed and workshops and revisions of 
administration textbooks took place "detailing the latest management science breakthroughs 
as if they would lead to the rebirth of principals as "quality leaders'" (Donaldson, 2001, p. 4). 
Hallinger (1992) writes that "even when principals are armed with a more powerful 
knowledge base, significant adaptations must occur in the workplace before we can expect to 
see persisting changes in administrative practice" (p. 39). He stated that school districts did 
not change to support the principal's instructional leadership role. Hallinger did not intend 
this to be a criticism of American principals since it takes a decade or more to embrace this 
philosophy in any profession (p. 39). Sergiovanni is of the opinion that the term, 
"instructional leadership" 
suggests that others bave got to be followers. The legitimate instructional 
leaders, if we have to have them, ought to be teachers. And principals ought to 
be leaders of leaders: people who develop the instructional leadership in their 
teachers. (Brandt, 1992, p. 48) 
Principal as Transformational leader 
This development of teacher leaders will assist in the restructuring of schools. Problem 
finding and goal setting by members of the community and staffs instead of just the principal, 
will assist in goals being met and students achieving (Hallinger, 1992, p. 41). The principal's 
focus is to assist teachers in realizing the problems of the school and then working with them 
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side by side in solving them (1992). He is responsible for assisting the goal setting process 
which should be based on student achievement in that building (1992). 
Lerthwood believes that our present school restructuring could change the contextual 
needs of the school leader. This would include the "source of the school's goals for 
improvement, the nature of the principal's implementation fonction» and the source of 
expertise for school improvement" (Leithwood & Montgomery, 1992, p. 6). He refers to this 
type of leadership as transformation leadership which has previously been written about in 
this chapter. He states that the instructional leader "leads from the front or the middle of the 
band," whereas the Transformational leader "leads from the back of the band" (p. 6). 
According to Wallace (1996), an educational leader is one who "conceives of his or her 
rale as concerned primarily with educational processes and outcomes" (p. 20). He continues 
by stating that this leader understands that lifelong learning must be present in order to keep 
abreast of trends in learning. The theories, curriculum, and instruction of learning continually 
changes, and the leader must keep current. 
The Emergence of Educational Administration Preparation Programs 
1900-1940 
The educational leaders of the early 1900s did not attend any "courses, received no 
credits, and applied for no licenses in educational administration They were practical men 
who (concerned about finding teachers, books, classrooms, and pupils) as well as lofty, 
idealistic, noble philosophers seeking the inner meaning of education and pedagogy" (Cooper 
& Boyd, 1988, p. 255). 
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Two books by Chancellor, Our Schools: Their Administration and Supervision, 
published in 1904, and Our Schools: Their Direction and Management, published in 1908, 
were the first endeavors to create a textbook to be used in educational administration courses 
(Cubberley, 1924). They both contained real-world experiences and were widely used (1924). 
After 1900, school leaders identified themselves with business executives. Business 
orientation was important for success and tenure in the educational setting (Callahan, 1962). 
The prophesy of the President of the National Educational Association revealed the 
importance of business on educational administration by saying that "the real educational 
leaders of the age whose influence will be permanent are those who have the business 
capacity to appreciate and comprehend the business problems which are always a part of the 
educational problem" (Callahan, 1962, p. 8). Business leaders in 1910 organized the 
existence of the concept of leadership in a school setting (Mitchell & Cunningham, 1990). 
They were of the opinion that schools should embrace the principles of business management 
and entreated that superintendents and principals should be trained in business principles. 
The two prominent leaders in educational leadership from 1910 to 1918 were George 
Strayer and Ellwood Cubberley. They received the first two doctorates in 1905 from the 
Teachers College at Columbia University (Cooper & Boyd, 1988). Their doctoral 
dissertations were focused on educational finance which had a strong impact on establishing 
the kind of leader that the business society was recommending (Callahan, 1962). Strayer, 
professor in educational administration at Teacher's College from 1918 to 1927, worked with 
thousands of masters and doctoral students as well as writing extensively about leadership 
and conducting high numbers of research studies (1962, p. 181). He was convinced that it 
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was "just as surely possible to provide definite professional training for the superintendent of 
schools as it is for the doctor, lawyer, or engineer" (p. 187). Undo: his direction, the 
administration program was "heavily weighted toward the technical, the financial and the 
mechanical problems of education" (Callahan, p. 188). Strayer stressed the "basic techniques 
of graphing, calculating, and accounting, not elaborate theories of behavior" (Cooper & 
Boyd, 1988, p. 259). 
Cubberly taught administration classes at Stanford, but his greatest impact was through 
the textbooks that he wrote. These textbooks were considered "the standard texts in school 
administration throughout the United States" (Darsie, 1933, p. 337). Prior to Cubberly *s 
writings, William Payne is noted as the author of the first book on administration in 1875. 
Payne taught the first college-level course in educational administration in 1879 (Callahan & 
Button, 1964). Medical, engineering, and business programs had been established by the 
early 1900s, but the educational administration field had few programs available. A seminar 
in school administration was conducted in 1898 by Nicholas Murray Butler at Teachers 
College with several classes offered in the next ten years. Cubberly (1924) concluded that 
these "courses were largely a summary of the concrete practical experience of some former 
successful school superintendent, now turned teacher in some newly established chair or 
department of education" (pp. 182—183). 
The 1910 meeting of the National Society of College Teachers of Education was 
centered on university training of administrators since there was great dissatisfaction towards 
educational administration preparation programs and progress of administration (Callahan, 
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Massachusetts schools. Even though he had never participated as a student or teacher in a 
course in educational administration, his words were accurate of the time period. 
The administration of public education is grossly inefficient; it is the weakest 
phase of our great educational enterprise. In its present state, school 
administration is not the live product of clear, far-sighted vision, and keen 
insight; it is the sluggish resultant of tradition, habit, routine, prejudice, inertia, 
slightly modified by occasional and local outbursts of spasmodic, semi-
intelligent, progressive activity.... In school administration there is little 
thinking and leading, but much feeling and following with faces turned more 
often to the rear than to the front. (Spaulding, 1910, p. 3) 
In 1915 to 1929. the idea of formal graduate training for school administrators 
increased. By 1932,22 states had certificates specifically for school administrators, and ten 
other states had requirements that did not amount to a specific certificate (Callahan, 1962). 
The certificate requirements, which became the national precedence, consisted of the 
candidate having a teaching certificate, having previous rearhfng experience, and at least 
fifteen semester hours of college work in school administration (1962). 
1940-1960 
In the 1940s and "50s, educational administration was analyzed by several groups. The 
National Conference of Professors of Educational Administration (NCPEA) held its first 
meeting in 1947 with the topic of "The Preparation of the School Administrator" (WHIower 
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& Forsyth. 1999). The participants desired a "broad general education for administrators and 
for professional experiences geared to learning, school, and society, developing a consistent 
philosophy, correctly interpreting research, and developing the ability to administer all 
phases of the educational program" (1999, p. 16). The 1948 sessions were on "recruitment 
and selection, courses and problems, surveys, internships, social science knowledge, and the 
principals that would integrate such experiences in a program" (p. 16). These two sessions 
laid the foundation of preparation programs that are present today. 
In a 1948 survey of the National Elementary Principals, 97 percent of principals had 
four or more years of undergraduate college preparation and 90 percent of them had various 
amounts of graduate college work. Eighty-eight percent of teaching principals had four or 
more years of undergraduate preparation with about 65 percent having some graduate 
courses. About 803 percent of principals in the 1928 survey had no college degrees 
compared to only 15 percent with no degrees in 1948. Of these 1,948 tearhing principals, 47 
percent had bachelor's degrees and 38 percent had their master's degrees (National Education 
Association, 1948, p. 26). 
The Cooperative Program in Educational Administration (CPEA) which was funded by 
the W. EC. Kellogg Foundation, was forefront in creating centers at universities to study and 
improve educational administration (Schuster & Stewart, 1973; Willower & Forsyth, 1999). 
Grants were given to eight universities in 1950 with this funding used to study educational 
administration with the primary goal of determining ways to improve programs (Willower & 
Forsyth, 1999). The development of the CPEA was through the American Association of 
School Administrators (AASA) (Willower & Forsyth, 1999). An advisory group from AASA 
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assisted Kellogg. The CPEA produced over 300 publications centered on the studies that they 
had done (Willower & Forsyth, 1999). 
1960-1980 
In the 1960s, the University Council for Educational Administration (UCEA) took a 
leadership role in improving administration preparation by creating specialized simulations 
such as in the area of collective bargaining, politics, special education. They also created 
instructional materials, offered workshops, lecture cassettes, films, and other publications 
(Willower & Forsyth, 1999). Educational Administration, first published in 1964 by UCEA. 
was the first journal in North America "dedicated exclusively to scholarship in this field" 
(Forsyth, 1999, p. 85). UCEA had support from a large set of foundations, educational 
administration organizations, universities, and 1300 people who attended meetings, wrote 
papers, studied drafts of reports, and gave suggestions ( Murphy & Forsyth, 1999, p. xf). 
The competency-based movement of the 1960s and 1970s centered around the belief 
that an administrator's job could be divided into a "large number of ill-defined terms called 
competencies" (Griffiths, Stout, & Forsyth, 1988, p. 286). It was believed that the students 
who were studying to be administrators would then put these pieces together to understand 
the concept of administration. The Commission said that this movement is a "lost decade in 
the search for a concept of educational administration" (p. 287). 
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1980-2000 
By 1983. all stales required from six to 20 semester hours of college credit in 
educational administration. Some states also required an M.EcL or MA. in the educational 
administration field and an internship or practicum ( McCown, Arnold, Miles, & Hargadine, 
2000, p. 15). Five years later, nearly every state had the mandate of a master s degree in 
educational administration or its equal to be certified to be a principal (2000). Cornell stated 
that simply having a certificate does not automatically guarantee competency or quality. 
The question remains whether certification is a quality control or whether it is 
simply another hurdle that must be jumped before one is eligible to be a school 
principal. Are the present state certification requirements protecting the public 
from incompetents? The more important question is: Are the schools being led 
by the most highly qualified persons available, and does present state 
certification aid or binder that process? (Cornell, 1983, p. 7) 
In 1987, The National Commission on Excellence in Educational Administration 
NCEEA), sponsored by UCEA (Forsyth, 1999), was developed consisting of 27 people from 
universities, NCPEA, major practitioner and school board organizations, state education 
officials, school superintendents, and representatives from government, business, and labor 
(Willower & Forsyth, 1999). The Commission's purpose was to analyze the quality of 
educational leadership in America (Griffiths et al., 1988, p. xiif). The Commission published 
their report in Leaders for America s Schools in 1988 which focused on strengthening 
educational leadership in our schools (Forsyth, 1999). This book, edited by Griffiths et al., is 
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referred to several times in this chapter. The Commission believed that preparation programs 
should be created around these five strands: 
L The study of administration, 
2. The study of the technical core of educational administration and die acquisition of 
vital administrative skills, 
3. The application of research findings and methods to problems, 
4. Supervised practice, and 
5. Demonstration of competence. (Griffiths et al., 1988, p. 16) 
They believed that the university and the profession should work closely to develop and 
present the preparation programs so that they would be relevant, fhar new knowledge would 
be gained, and the professional practice would be improved (Griffiths et al., 1988). Patrick 
Forsyth, executive director of UCEA, was instrumental in the recommendation of the 
NCEEA to develop the National Policy Board for Educational Administration (NPBEA) in 
January, 1988 (Murphy, 1993a). David Clark, who was at that time an Educational 
Leadership professor at the University of Virginia, became the Executive Secretary. 
NPBEA" s board consisted of representatives from ten national associations—three from 
higher education, six from elementary and secondary education, and one governance body 
(Thomson, 1999, p. 95). Example associations were the National School Boards Association, 
the American Association of School Administrators, Council of Chief State School Officers, 
UCEA, National Association of Elementary School Principals, and the Association for 
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Supervision and Curriculum Development (National Policy Board for Educational 
Administration, 1989). NPBEA's focus was on the following six tasks: 
1. monitor the implementation of the Commission's recommendations, 
2. conduct periodic national reviews of preparation programs for educational 
administrators and professors. 
3. encourage the development of high-quality programs for the preparation of 
educational administrators, 
4. hold forums for discussion of issues in educational administration, 
5. produce white papers on critical national policy issues in education, and 
6. generally ensure good communication among interest groups about policy concerns. 
(Griffths etaL, 1988, p. 14) 
At the July 22,1988 meeting, a National Study Group was developed to "draft a set of 
proposals for action and models of preparation to improve the education of school leaders" 
(Thomson, 1999, p. 95). NPBEA published its first report entitled Improving the Preparation 
ofSchool Administrators: The Agenda for Reform in 1989 under the direction of Forsyth and 
Clark (Murphy, 1993a). This report gave directions for strengthening the preparation 
programs of educational administrators. NPBEA believed that the following topics should be 
addressed in preparation programs: 
1. societal and cultural influences on schooling, 
2. reaching and learning processes and school improvement. 
3. organizational theory, 
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4. methodologies of organizational studies and policy analysis, 
5. leadership and managerial processes and functions, 
6. policy studies and politics of education, and 
7. the moral and ethical dimensions of schooling. (National Policy Board for 
Educational Administration, 1989, p. 7) 
Standards 
According to Murphy (2001a), the problem today with administration preparation 
programs is that they are not driven by education or leadership. His opinion is that school 
leadership is being changed by environmental forces and despite the wellbeing of educational 
administration, we are forced to rethink school leadership. Outside forces, such as global 
economy, social, political, and economic environments are experiencing large changes and 
this impacts schools and the educational training for school leaders. He concludes that in the 
past two decades, educational leadership has changed and this has impacted the preparation 
programs. Each initiative has supported and enacted the thoughts of the time period. 
Using standards to explain and define what principals and other administrators should 
be doing is the focus of today (Murphy, 2001; Sergiovanni. 2001). Hart and Pounder (1999) 
stated that the move to "outcome-based standards (versus course-driven or curricular 
standards) is one of the most prevalent changes in administrator licensure, certification, and 
accreditation...standards are developed based on the analysis of administrators work—the 
skills, knowledge, and dispositions necessary for competent job performance" (p. 137). 
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According to Sherman, a standard is "any person, model, practice, or object that 
becomes the frame of reference by which quality, excellence, or correctness is judged or 
compared.... It becomes world class when it is ranked among the foremost in the world and 
is of the highest order" (Sherman, 1999, p. 62). Standards, according to Sergiovanni, can be 
intimidating since they "project a 'gold standard' kind of image imbued with objectivity and 
scientific validity" (Sergiovanni, 2001, p. 11). Standards, however, are not objective, he 
continues, since they represent the discernment of groups of policy makers, experts, and 
others. Each group determines a different set of standards (Sergiovanni, 2001). 
The report of the Institute for Educational Leadership (TEL) (2000) recommends that 
higher standards should be created and implemented by professional standards boards and 
state departments of education that would "reflect the raised expectations for school leaders 
and that acknowledge the centraiitv of leadership for student learning in the role of the 
principal" (p. 10). EEL strongly believed that in order for the accreditation of programs for 
future principals to take place, more rigorous programs and higher standards must be 
developed. 
NPBEA Standards 
The 1990 National Policy Board for Educational Administration's (NPBEA) 
"Statement of Purpose" stated that the goal of educational administration preparation 
programs "is to develop school leaders who will actively shape organizational cultures that 
promote high performance and provide for individual creativity" (Thomson, 1999, p. 98). 
This NBPEA statement proposed that a set of professional standards should be developed for 
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the educational leader. One of the six key issues that are addressed in the NPBEA7 s 
publication. School Leadership: A Blueprint for Change, is professional certification 
standards (Thomson, 1991). Continuing their focus on developing national certification 
standards. NPBEA voted to use the National Commission for the Principalship"s Principals 
for Our Changing Schools: Preparation and Certification as "the framework for developing 
a description of the core knowledge and skills, and the performance standards, to certify 
principals" (Thomson, 1999, p. 100). 
The Principal Commission, created in 1988 by the National Association of Elementary 
School Principals and the National Association of Secondary Principals, focused on the 
question, "What must principals know and be able to do for successful school leadership 
today?" (Thomson, 1999. p. 101). They created a developmental process that led to the 
creation of 21 domains or areas of knowledge and skills rhat were thought to be necessary to 
the principalship (p. 101). 
The NPBEA. using the Principals Commission's structure, sponsored a team of 107 
educational leadership professors, elementary and secondary principals, and central office 
personnel that wrote Principals for our Changing Schools: The Knowledge and Skill Base 
(Thomson. 1993). This production described performance standards for 21 domains and 
listed the specific knowledge areas and skills that were primary to these domains. 
NCATE Standards 
The National Council for Accreditation of Teacher Education (NCATE) and the 
NPBEA wrote and adopted new standards for the "accreditation of departments of 
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educational leadership. The standards address the "knowledge, skills, and attributes required 
to lead and manage an educational enterprise centered on teaching and learning" (National 
Policy Board for Educational Administration, 1996, p. 6). The NCATE Standards are more 
course-driven than outcome-driven according to Hart and Pounder (1999), since NCATE 
historically has based their standards in curriculum areas. The NCATE guidelines stress that 
the knowledge and slrill domains should not be designed as separate courses, but university 
curricula should be created as a problem-based approach to connect knowledge and skill 
areas in educational leadership (1996). These curriculum guidelines pertain to universities 
wishing NCATE accreditation for master s degrees in educational leadership (Thomson. 
1999). 
The NPBEA, in January 1994, organized a "National Convocation on Common 
Standards for the State Licensure of Principals" in which 37 states and ten national 
associations attended (Thomson, 1999). Two of the recommendations from this two-day 
meeting were that "coherent standards should be developed and implemented" and "a 
steering committee should be formed to plan the next steps in the development of entry-level 
standards for the principalship" (p. 106). 
At the same time, the Council of Chief State School Officers (CCSSO) voted to 
establish an "Interstate Principals Licensure Consortium" (1996, p. 106). The NPBEA Board 
of Directors decided, fn«a*aH of competing with CCSSO, they would become partners in 
developing common standards for licensing principals. A two-year grant for $300,000 from 
the Pew Trusts for 1995 and 1996 was developed to assist in the creation of these standards. 
The Danforth Foundation contributed nearly $50,000 to this goal (p. 107). 
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ISLLC Standards 
The first meeting of the Interstate School Leaders Licensure Consortium (ISLLC) was 
held in August 1994 with 27 state representatives. 13 education administrative associations 
(e.g., American Association of School Administrators, the National Association of Secondary 
School Principals, and National Association of Elementary School Principals), and 
universities (e.g.. National Council of Professors of Educational Administration and the 
University Council for Educational Administration) (Murphy, 2001a). The agenda was 
determined by Ramsay Selden of CCSSO, Joseph Murphy of Vanderbilt University 
(appointed as the Consortium's chairperson), and Scott Thomson of the NPBEA (Thomson, 
1999). ISLLC's focus was to "'develop a powerful framework for redefining school 
leadership and to connect that framework to strategies for improving educational leadership 
throughout the nation" (Murphy et ai., 2000. p. 2). 
The ISLLC Standards are as follows: 
Standard One: A school administrator is an educational leader who promotes the 
success of all students by facilitating the development, articulation, 
implementation, and stewardship of a vision of learning Thar is shared and 
supported by the school community. 
Standard Two: A school administrator is an educational leader who promotes 
the success of all students by advocating, nurturing and sustaining a school 
culture and instructional program conducive to student learning and staff 
professional growth. 
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Standard Three: A school administrator is an educational leader who promotes 
the success of all students by ensuring management of the organization, 
operations, and resources for a safe, efficient, and effective learning 
environment. 
Standard Four: A school administrator is an educational leader who promotes 
the success of all students by collaborating with families and. community 
members, responding to diverse community interests and needs, and mobilizing 
community resources. 
Standard Five: A school administrator is an educational leader who promotes 
the success of all students by acting with integrity, fairness, and in an ethical 
manner 
Standard Six: A school administrator is an educational leader who promotes the 
success of all students by understanding, responding to, and influencing the 
larger political, social, economic, legal, and cultural context. (Council of Chief 
State School Officers, 1996, pp. 10—21) 
From 1994 to 1996, the Consortium analyzed research on the relationship between 
educational leadership and productive schools, particularly centering their attention on 
outcomes for children and youth (Council of Chief State School Officers, 1996). Until the 
printing of A Framework for School Leaders: Linking the ISLLC Standards to Practice by 
Hessel and HoIIoway (2002), only the word "research" was written in publications about the 
standards. The appendix of this book, however, lists specific research that shows that the 
56 
standards are "scaffolded on the knowledge base that connects the work of school leaders to 
more effective organizational performance, especially student learning outcomes" (p. A-1). 
The specific research cited in Hessel and Holoway's (2002) book on educational 
leadership and productive schools, also known as effective schools, was from the vast 
publications of Joseph Murphy, the chair of ISLLC. In the chapter of the book by Murphy 
and Shipman, they declare that the Consortium focused on schools that: 
1. had high levels of student performance 
2. could demonstrate that learning was equitably distributed across the student 
population, and 
3. could take credit for the value added in learning. (Hessel & HoIIoway, 2002, 
p. 5) 
Gathering information from successful school districts, an analysis of research on 
instructional leadership and effective teachers, and summarizations from national education 
reports with A Nation at Risk (National Commission on Excellence, 1983) cited as an 
example, Murphy, Mesa, and Hallinger (1984) list the following six statements as a 
''blueprint" for school districts to follow to become effective educational settings. The ISLLC 
standards in which each of these six statements is located is listed in parenthesis. The 
researcher would like to point out that none of these six statements that are recommended to 
be followed by school districts in order to be effective, have a relationship to Standards Five 
or Six. 
I. Clearly define the academic goals of the district, and see that those 
expectations are widely distributed (ISLLC Standards 1,3, and 4). 
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2. Establish consistency in the districts' instructional practices and curriculum 
(ISLLC Standard 2). 
3. Develop and maintain a high degree of instructional and curacular expertise 
among district and site managers (ISLLC Standard 2). 
4. Develop and use a districtwide system of monitoring student progress 
(ISLLC Standards I and 2). 
5. Develop mechanisms to increase the interdependence of staff around the 
philosophy, goals, and practices of the district (ISLLC Standard 2). 
6. Establish a districtwide philosophy about student discipline and develop 
policies, practices, and staff development to have this point of view 
implemented in the schools (ISLLC Standards 2 and 3). (Murphy et 
al.,1984. pp. 13-14) 
Murphy, Weil. Hallinger, and Mitman (1985) created a "conceptual framework" 
(p. 362) which was built on research and data gathered from their study in the preliminary 
stages from effective schools in California. Fourteen variables which summarized the 
knowledge base of classroom effectiveness and school effectiveness, served as a foundation 
for this study. The variables were separated into the "environment" (school climate) and 
"technology" (the instruction and curriculum) of schools (p. 362). 
These authors found that the definition of effectiveness in a large number of schools 
was "high student academic achievement in reading and mathematics measured on 
standardized tests" (Murphy et aL, 1985, p. 362). These schools were usually found in poor, 
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urban, and low socioeconomic locations. In Murphy et al.'s study, the above definition was 
used, but they had control over the socioeconomic status and the language proficiency of the 
participants. Nine schools participated in this study, and they represented urban, suburban, 
and rural areas. Following are the variables used in the study and the ISLLC standard in 
which each is located: 
Technological Variables: 
1. Tightly coupled curriculum (ISLLC Standard 2) 
2. Opportunity to learn (ISLLC Standard 2) 
3. Direct instruction (ISLLC Standard 2) 
4. Clear academic mission and focus (ISLLC Standard 1) 
5. Instructional leadership (ISLLC Standards 3 and 5) 
6. Frequent monitoring (ISLLC Standard 2) 
7. Structured staff development (ISLLC Standard 2) 
School Environment-Climate Variables: 
1. Opportunities for meaningful student involvement (ISLLC Standard 2) 
2. Collaborative organizational process (ISLLC Standard 3) 
3. High expectations (ISLLC Standards 1 and 2) 
4. Home-school cooperation and support (ISLLC Standard 4) 
5. Safe and orderly environment (ISLLC Standards 2 and 3) 
6. Student and staff cohesion and support (ISLLC Standards 1,2, and 3). (Murphy et 
al.» 1985, pp. 362-369) 
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They discovered that even though "the framework is not a causal model of school 
effectiveness," some beliefs could still be made (Murphy et al., 1985, p. 369). Climate 
variables, even though they played an important part of the research on effective schools, are 
not likely to have a large impact on student achievement as a stand alone variable. The 
technology variables, however, appeared to have a high impact on improving student 
achievement even when their school climate appeared to be average. 
They concluded that all effective schools have either "tightly coupled curricula" or are 
"characterized by opportunity to learn" (Murphy et al., 1985, p. 369). They suggested that in 
order to be effective, at least one of these two variables must be present Another discovery 
was that different combinations of these variables created effectiveness in different schools 
(pp. 369-370). 
Hallinger and Murphy (1986) took a closer look at seven of the above listed 14 
variables in a study of high and low socio-economic schools. Instructional leadership was 
evident in seven of the eight effective schools. 
1. Tightly coupled curriculum 
2. Opportunity to learn 
3. Clear school mission 
4. Instructional leadership 
5. Home-school cooperation 
6. Rewards and recognition 
7. High expectations, (p. 337) 
60 
The Consortium also looked at important trends in society and education that had 
meaning for leadership (Council of Chief State School Officers, 1996). The following seven 
principles acted as a "touchstone to which we regularly returned to test the scope and focus of 
emerging products...they also gave meaning to the standards—and the nearly 200 
knowledge, disposition, and performance indicators that define the standards" (Murphy et al., 
2000, p. 8). 
1. Standards should reflect the centrality of student learning. 
2. Standards should acknowledge the changing role of the school leader. 
3. Standards should recognize the collaborative nature of school leadership. 
4. Standards should be high, upgrading the quality of the profession. 
5. Standards should inform performance-based systems of assessment and 
evaluation for school leaders. 
6. Standards should be integrated and coherent. 
7. Standards should be predicated on the concepts of access, opportunity, and 
empowerment for all members of the school community- (Murphy et al.. 
2000, p. 7) 
Murphy and Yff, with the American Association of Colleges for Teacher Education, 
and Shipman, Director of ISLLC. state that one purpose of the ISLLC team was to create 
standards that would reconstruct the concept of educational leadership for our nation's 
schools. They wanted to change how we think about educational leadership and increase the 
level of ingenuity required for educational administrators. The second purpose was for the 
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standards to be used to strengthen educational leadership in many different possible ways 
(Murphy et al., 2000). 
The ISLLC group focused on standards for three main reasons. First, "standards 
provided an especially appropriate and particularly powerful leverage point for reform" 
(Council of Chief State School Officers, 1996, p. 7). The second reason was that they found a 
"major void in this area of educational administration—a set of common standards remains 
conspicuous by its absence" (p. 7). The final reason was that they believed that the standards 
approach "provided the best avenue to allow diverse stakeholders to drive improvement 
efforts along a variety of fronts—licensure, program approval and candidate assessment" 
Figure 2 portrays how the standards were intended to be used as a framework for action. 
These standards are outcome-based (or performance-based) standards and mirror the 
increasing focus on authentic standards and assessments. Hart and Pounder (1999) state that 
these standards have "established a close connection between licensure, certification, or 
(p. 7). 
Relicensure 
Preparation Program Approval 
Developing/Refining Standar 
Administrator Evaluation 
Licensure Certification 
Administration Selection 
Preparation Program Design 
Professional Development 
Figure 2. Use of standards (Source: Murphy et aL, 2000, p. 11) 
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accreditation standards and effective administrative leadership for today's and tomorrow's 
successful schools" (p. 140). 
The ISLLC Standards is one set of standards that has been developed to "present a 
common core of knowledge, dispositions, and performances that will help link leadership 
more forcefully to productive schools and enhanced educational outcomes" (Council of Chief 
State School Officers, 1996, p. 3). The ISLLC Standards have probably "promoted the 
outcome-based approach (vs. cumcular approach) more than any other professional group by 
developing standards with a strong emphasis on administrative behavior necessary to achieve 
one specific, yet broad, school outcome—the educational success of all students" (Hart & 
Pounder, 1999, p. 139). Everything that the principal does, from managing the budget to 
keeping the building safe, to working with the professional staff; should support "high-level 
student learning" which should be a school's main function (Hessel & Holloway, 2002, p. 2). 
Since the standards are relatively new, data has not been gathered comprehensively on 
their use. The Consortium has depended on a variety of "patchwork methods of learning 
about the diffusion and impact of the Standards" (Murphy et aL, 2000, p. 10). The first 
attempt at data gathering was to involve states in evaluating the "level of awareness and the 
application of the ISLLC Standards in the preparation, assessment, induction, and 
professional development of school leaders" (p. 10). Qualitative means were used for this 
nationwide survey with nearly 230 calls being made to key people with responses received 
from all fifty states. Four of the twelve questions asked were, "Have the ISLLC Standards 
been distributed in your state? If so, to whom? Does your state have school leadership 
standards developed or in the planning stage? How are the ISLLC Standards and/or Principal 
63 
Licensure Assessment connected with preparation programs? What processes are in place for 
stakeholder groups to take ownership of implementation of the Standards?" (p. 12). 
A few of the fîtiHingt were: 
1. Education reform and the redesign of accountability and quality control 
protocols seem to be high on the education agenda in most states. The 
ISLLC Standards are known about, and often directly applied, in these 
efforts relative to administrator preparation and licensing. 
2. Efforts continue towards the improvement of school leader licensure, 
assessment, and program approval processes. The School Leaders Licensure 
Assessment (SLLA) was identified specifically as the assessment instrument 
for initial licensure in six states. Several other states are in the review 
process. 
3. There was considerable success among the states in orchestrating the 
involvement of all stakeholder groups in their redesign processes, and in 
putting into place procedures to assure equity in licensure and assessment. 
(Murphy et aL, 2000, pp. 15-16) 
The limitations of the study were: 
The results were time-sensitive, the information gathered may be obsolete to some 
degree, only one or two persons were interviewed in each state, the design did not include 
deep' treatment of any state through the use of multiple respondents with perhaps varying 
points of view and levels of knowledge (Murphy et aL, 2000, p. 12). 
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Since the results are only preliminary and have limitations, the intention of the 
Consortium is to continue to gather data and to more deeply analyze some of the limitations 
in certain states. Because at this date, they do not know how the standards are infhienrfng the 
educational administration field, they will continue to collect information. Murphy et al. 
contend that until more data are collected, they truly won't know whether or not the standards 
are "influencing school administration in the direction of the educational grounded, 
community-based, non-hierarchically anchored conceptions of leadership" (Murphy et aL, 
2000, pp. 16-17). 
Since the development of the ISLLC Standards in 1996, Murphy relates nine uses for 
the standards. 
1. Over thirty states have used the Standards framework in developing their 
own state standards. 
2. School districts and professional organizations are using the Standards to 
assist in the development of possible future school leaders. 
3. Principal evaluations are being written based on the Standards. 
4. Administration preparation programs are using the Standards to assist in the 
design of new ways to formulate this curriculum. Case Studies for School 
Leaders (Sharp, Walter, & Sharp, 1998) is an example of a textbook with 
133 real-world case studies in which educational administration students 
would be given the opportunity to reflect and discuss how an administrator 
would react based on the Standards. Practicing the Art of Leadership 
(Green, 2001) is another example that could be used in a classroom setting 
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for future leaders. Nineteen scenarios are present in which the students 
reflect on and analyze the issues that a school leader would address.) 
5. The Standards are being used in the process of program accreditation. 
6. Professional development is being centered on the Standards and in thirty 
states, a Standards-based portfolio is part of professional development. 
7. Several states are using a portfolio approach for beginning principal 
relicensure. 
8. A certification system is being developed by AASA, NAESP, and NASSP 
in conjunction with NPBEA. 
9. The School Leaders Licensure Assessment (SLLA) is a six-hour exam used 
to obtain an administrator license in at least eight states. The Educational 
Testing Service (ETS) collaborated with ISLLC to create this examination. 
(Murphy. 2000b. pp. 5-6) 
Criticism of ISLLC Standards 
Coleman, Copeland, and Adams (2000) have examined the reliability and validity of 
the standards and concluded that there is no evidence that these standards are reliable or 
valid. They did a preliminary study with 40 teachers from different schools whose 
assignment was to evaluate their principal based on the performance domains of each of the 
six ISLLC Standards. They concluded that the standards may suggest that they are discrete 
measures and reflect "measurement variance unique to the standard," but the three authors 
state that in reality the "indicators (domains) listed for the standards have considerable 
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variance in common" (p. 3). The authors stated that the standards were written to critique 
behavioral characteristics and that one must proceed with caution and with documented proof 
that the standards are measuring what they "purportedly measure" (p. 3). They do suggest, 
however, that additional research should take place with a larger number of participants. 
They recommend that all universities and state departments do not adopt the standards 
until data are gathered to prove that the standards are reliable and valid. They conclude by 
saying that professional organizations have in the past "flogged" university faculties for 
failing to create quality future administrators (p. 5). These organizations need to wait on their 
criticism until future research may be gathered that would substantiate their work. This future 
examination may prove that the standards have harmed not only the programs at universities, 
but individual administrators as well. 
Coleman (2001) writes that modifying university educational leadership programs 
based on the ISLLC Standards will not take place at California State University Fresno 
(CSUF) where he is a professor of educational administration because there is no research on 
the standards to warrant such modification. His article was written as a response to the 
restructuring of Iowa State University's principal preparation program to include the ISLLC 
Standards and the accompanying 180 domains (Hackman & Walker, 2001). Coleman 
believes that universities should gather research on the standards and their own students 
before making any revisions in their program, as the article by Coleman, Copeland, and 
Adams (2000) previously mentioned addresses. He believes that the Chief State School 
Officers and other national organizations must be held accountable for the creation of the 
standards, which were created with no research. He points out that the ISLLC Standards were 
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"conceived and touted by individuals preaching the gospel of repentance to professors of 
educational administration, (and they) appear deficient in a research base" (Coleman, 2001, 
P-37). 
He states that the research on the standards conducted at California State University 
Fresno revealed that only 50 of the performance domains were valid msieaH of 
representing six standards, 11 were really measured. These 11, however, did not "coincide 
with the identity of the six original ISLLC Standards" (Coleman, 2001, p. 37). He concludes 
by stating that there is no support through research that creating educational administration 
preparation programs based on the ISLLC Standards will "produce better administrators or 
improve schools" (Coleman, 2001, p. 37). 
Achilles and Price (2001) strongly suggest that the standards are "one more example of 
a fad-defined field searching for status" (p. 8). They do not agree with Van Meter and 
Murphy's statement that standards are needed because "we are convinced thar standards 
provide an especially appropriate and particularly powerful leverage point for reform: since 
no proof exists that standards have an impact on the ends of administration preparation or 
schooling outcomes" (p. 9). No research of any worth has been cited that proves the 
standards" value, nor do they contain a knowledge base which is the "heart of a profession" 
(p. 9). Since the six ISLLC Standards are very general, anyone with basic leadership sHTIs or 
training could lead a school. Achilles and Price have no doubt that the standards' training 
does not offer men and women the knowledge to know "what to do to improve school 
outcomes" (p. 9). 
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Achilles, in the mid-1980s, suggested that a person in educational administration needs 
to know all three elements of the "Key Triad" which are listed below (p. 10). They perceive 
that the standards are lacking the "WHAT" of the triad (p. 10). Not until an educational 
administration person comprehends "WHAT" must be done, the "facilitating, visioning (etc.) 
won't get to better school outcomes" (p. 10). 
1. WHAT to do (improve education). The education-specific KB (Knowledge Base). 
2. HOW to do what needs to be done (process and leadership skills). 
3. WHY (or WHY NOT) something should be done (p. 10). 
Achilles and Price suggest that these questions should be asked about education's 
professional knowledge base: "How do we know? How certain are we about it? Where might 
we see the exemplary use of the knowledge base? How, when, and where do we teach this 
knowledge base?" (p. 10). They conclude by saying that the only way schools will improve is 
that standards need to include the "WHAT" and "HOW," something that the ISLLC 
Standards do not contain (p. 10). 
Fen English supports the previous views that the standards are not research based. He 
also feels that very genuine and continuous "interrogation" should take place because of the 
impending implementation of the standards nationally and through the School Leaders 
Licensure Assessment (English, 2000, p. 159). English asb-s the question of how anyone 
knows if what is in the standards is really true. He surmises that since they were developed 
"via professional consensus," that those that "were asked believed something to be true" 
(p. 160). All the questioning about the "foundational epistemology" is never answered 
according to English (p. 160). For clarification for the reader, English cites the Ayer and 
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O'Grady's statement on "epistemology."' "Epistemology investigates the nature, origin, 
scope, structure, types, methods, and validity of knowledge" (p. 159). 
English states that the standards' view of continuous improvement "however translated 
or defined, is simply a never-ending process, and it is the process, not the standard or the 
tolerance, that is the key" (p. 161). Continuous improvement in the standards appears to be a 
"requisite belief and not a way to reach a goal or achieve higher pursuits (p. 162). 
The standards use the term "moral agent," according to English, with the leader '"doing 
to them and for them, but never with them as co-equals" (p. 162). The school leader as 
represented in the standards, is looked upon as the dominant player in a community, and is a 
"'savvy and slick media/communications spin doctor, one who knows how to "market* the 
school to an undifferentiated community" (p. 163). 
Murphy wrote a response to the cited English article and agreed that the standards 
should be interrogated and that it had been suggested not only during the two years that they 
were being developed, but presently (Murphy, 2000a). He even goes so far as to say that if 
the standards don't make sense to people or if they are headed in the wrong direction, now 
would be the time to determine that He writes that what the standards state they are is, of 
course, what practitioners and researchers say that effective leadership should be. " Why 
would anyone expect the resulting story line to be completely research-based and empirically 
supportable?" (p. 2). 
English's view that the standards "represent truth is baffling" and to suggest that they 
are "true" simply because professional consensus created them is an "over-dramatization," 
according to Murphy (Murphy, 2000a, p. 3). Being a part of the creation of the standards, 
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Murphy said that no one had ever stated that "the ISLLC Standards must be envisioned as 
universal inclusive" (2000a, p. 3). Instead they are a "framework for action, not an 
encyclopedia" (p. 3). English's "creative writing" is used throughout the article to come to 
the conclusions of what he wrote about (p. 4). Murphy concludes with telling the reader that 
of course the standards need to be looked at closely and scrutinized, but these reviews should 
be realistically connected to the standards and the "intellectual infrastructure on which they 
are built. Because English fails to address this basic criterion, his analysis reveals a good deal 
about his view of the world but, unfortunately, says little about the ISLLC Standards" (p. 8). 
Sergiovanni believes that standards are a representation of the judgments of committee 
members who have expertise in the concept (2001). Standards are different since committees 
are different. He cites the ISLLC Standards as an example of leadership standards. Standards 
should not be "taken lightly" and most of the standards movement has its foundation in 
research traditions that show that the way a principal behaves, contributes to effective schools 
(p. 11). 
Principal Time 
The ISLLC Standards will be used in this study as a litmus to determine if what 
principals from three districts spent time doing and what the districts* performance evaluation 
criteria states are interrelated. Because of the leadership focus on administrative standards at 
the present time period, the ISLLC Standards come to the forefront as a perfect means to look 
at how closely they matrh to what principals are supposed to know and be able to do and 
what they actually are doing day in and day out. This section of Chapter II will focus on six 
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previous studies to lay a foundation on how principals have spent their time from 1928 to 
1998. 
1928 and 1948 studies 
According to the 1948 Twenty-seventh Yearbook of the National Elementary Principal 
(National Education Association), before 1928, research was gathered by the "job analysis" 
procedure (p. 85). For a week or month at a time, principals kept a record of how they spent 
their time. This showed two rhings of great importance: the large number of duties that they 
performed each day and whether or not they were managing their time successfully. Or more 
to the point, it showed "how successfully people and things managed the principal" (p. 85). 
The yearbook continued with the revealing of the study from 1948 which was based on 
data from a questionnaire in which principals reported how they thought then tone was spent 
and how they would like to spend their time. This method, however, was not as accurate as 
the "job analysis" procedure previously used, the yearbook stated. Total hours spent at school 
was one of the data categories, hi 1948, 8.65 hours was the median time spent at school 
compared to 8.68 hours in 1928 (National Education Association, p. 85). 
One of the differences in time spent at school was the difference in the si™ of the 
community. In towns with a population of less than 5000, the principals spent daily more 
than ten hours at school which the yearbook assumed was because they were also performing 
some of the superintendent duties. At least half of the principals in cities with a population of 
over 50,000, spent between eight and nine hours at school. If the principal also tanght the 
median in 1948 was 8.86 hours compared to 8.76 hours in 1928, and the siyg of the 
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community showed little difference. Saturday time ranged from 30 minutes to two hours. 
Men spent more time in their buildings and principals of larger schools. The conclusion that 
was drawn was that irregardless of the school enrollment, on the average, principals spent the 
same number of hours in their school. 
Table 2 shows the percentage of time principals spent on major functions in a typical 
year. In 1948, "supervising" referred to principals that had 75 percent or more of their time 
not spent on classroom duties while the "teaching" meant all of the other principals. 
Table 2. Percent of principals' time given to major functions1 
Group of duties Supervising principals Teaching principals 
Administration 29.3% 10.4% 
Supervision 24.1 6.8 
Pupil personnel 14.8 5.6 
Clerical 15.1 10.7 
Teaching 2.3 59.5 
Community 93 4.5 
Miscellaneous 5.1 23 
100.0% 100.0% 
'Source: National Education Association (1948). 
Once again ] the size of the community affected the time spent on various duties. 
Supervising principals spent more time on supervision in cities over 500,000. If the city size 
is smaller, however, the principal spent more time treirhfng and performing clerical duties. 
When the school size was less, supervision time was less. If there were fewer than 200 
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students in a school, supervising principals spend more time on teaching, clerical activities, 
and miscellaneous duties. There is little time difference between men and women supervising 
principals, but men did spend more time on administrative duties. Women's time was spent 
more on clerical duties, supervising teachers, and pupil personnel. The yearbook assumes that 
this was based on the larger number of years that a woman had spent tparhina The yearbook 
concluded that the 1948 data compared to 1928 showed that less time was given to classroom 
teaching and more time was given to the other parts of being a principal. This revelation 
showed that the suggestions in 1928 to have the principal become more "professional" had 
been followed (p. 90). 
The 1948 survey asked principals to record the number of hours they spent weekly on 
a) self-improvement, b) relaxation, c) improving the local school system, and d) helping to 
advance the profession (p. 93). The conclusion was that the average number of hours spent on 
these activities were very similar, as shown in Table 3. 
Table 3. Average number of hours spent by principals on certain activities1 
Activity Supervising principals Teaching principals 
Self-improvement 5.63 539 
Relaxation 8.09 6.98 
School system improvement 4.13 2.98 
Improving the profession 237 1.92 
'Source: National Education Association (1948). 
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Following are the overall conclusions that were drawn from the 1948 study. 
1. The supervising principal spent forty four hours weekly in his building, six 
hours were spent on self-improvement, four hours were spent on school 
system improvement, and two hours were spent on general improvement of 
the profession. This made a total of fifty-six hours a week. 
2. Most of the time was spent on administrative and supervisory duties with 15 
out of each 100 hours, clerical tasks were performed. Compared to the 1928 
study, time on supervision had increased by 1948 and less time was given to 
clerical and routine tasks. 
3. Teaching principals spent forty five hours in the building and on the 
average, professional activities took ten additional hours every week. These 
principals wished to become supervising principals in which they could 
spend 75 percent or more of their time on duties other than teaching. 
4. The control of time spent on different tasks, rested on the principal. He 
determined what these allotments were and if changes were to be made, it 
was in his power to do so. 
5. The realities of the above statement would only take place if the central 
office would assist in duties from consultants, clerks, stenographers, and 
assistant principals if the school is large. (National Education Association, 
1948, p. 95) 
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Principal tasks study 
A study by Peterson (1977—78) revealed that five main tasks were performed by the 
observed two principals: 1) working with students, 2) working with professional staff, 3) 
interacting with parents about the school and their children, 4) planning and coordinating 
curricular or instructional programs, and 5) general administrative tasks (p. 2). Time with 
students, particularly in discipline matters, was the highest ranking. Only 6 percent of the 
principals' day was spent on planning and coordinating programs. Clerical duties took up to 
25 percent of the day. They concluded that the principals' days were filled with activities that 
had a high variance of difficulty and type. They continually went from one activity to another 
which were controlled by others. 
Job descriptions study 
ECimbrough and Burkett (1990) write that principals now have job descriptions which 
state what a principal should be doing, but the case is often that this is not what principals 
realistically do. They find themselves performing duties from chairing a fund drive to dealing 
with medical emergencies to playing arbitrator between parents and faculty members. Often 
more time is spent on these types of situations than the prescribed job descriptions. They 
cited two studies which support this theory. Tables 4 and 5 demonstrate the findings. 
Principals in this study wished to spend more time than they were presently on 
curriculum matters. The study by the National Association of Secondary School Principals 
revealed similar information. 
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Table 4. What principals report they do compared to what they would like to do concerning 
curriculum matters1 
Mean scores of ranking from I to 5 
Time principals spend Time principals would like to 
Phase N on curriculum matters spend on curriculum matters 
Planning 124 1.96 2.74 
Implementing 124 1.85 2.68 
Evaluating 124 1.81 2.65 
Total 124 1.90 2.59 
'Source: Kimbrough and Burkett (1990). 
Table 5. Rankings of time spent in each area by principals in a typical work week1 
Time spent in Time that should be 
Area each area spent in each area 
School management 1 3 
Personnel 2 2 
Student activities 3 4 
Student behavior 4 7 
Program development 5 1 
District office 6 9 
Planning 7 5 
Community 8 8 
Professional development 9 6 
'Source: Kimbrough and Burkett (1990). 
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The authors conclude that both studies show that principals would prefer to spend less 
time on administrative duties and more on leadership. They would also like to spend more 
time on curriculum improvement and the teaching/learning environment (p. 30). 
Work activity study 
A study in Australia by Willis (1980) revealed that the three principals observed for a 
nine week period spent a composite total of 2719 activities during 335.9 hours of work, 
which averaged to be 373 hours a week on school related activities (1980, p. 33). The 
highest time spent on the "media of work" was direct conversations with others (39.1%), 
"paper work" at their desks (22.5%), and meetings (19.6%) (p. 33). A total of203.6 hours on 
school related work (22.6 hours per week on average) was spent on evenings, weekends, and 
public holidays (p. 33). Both of these recorded time periods equaled an average of 59.9 hours 
spent on school activities (p. 33). A total of 55.8% of their tone was spent in their offices 
(p. 35). Being with other people consumed 75.4% of their tone during the school day (p. 36). 
The highest time allotment was with teachers, which totaled 20.7% over the nine week period 
(p. 37) . Just as Peterson's study (1977—78) revealed, much time was spent on activities that 
are not controllable by the principal. 
The changing role of the principal 
The final study that will be included in this chapter was done by the National 
Association of Elementary School Principals in 1998. They analyzed data from 1988 to 1998 
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and discovered that over this ten year time span, there were high increases in principals' 
responsibilities (see Table 6). 
Table 6.1988—1998 principals' responsibilities1 
Area of responsibility Percent of increase 
Marketing/politics, etc., to generate support for school and education 
Working with social agencies 
Planning/implementing site-based staff development 
Development of instructional practice 
Curriculum development 
Working with site-based councils/other constituencies 
Attention to issues related to potential legal liabilities 
70.0 
66.0 
65.5 
63.5 
62.4 
61.6 
58.1 
'Source: Doud & Keller (1998, p. 2). 
After analyzing the study's results, Sergiovanni (2001) concludes that these increases 
reveal new responsibilities and pressures on the principal. The top three areas represent a 
"cluster that is directly related to themes of increased autonomy at the local school site, 
increased emphasis on school choice, the need to market one's school effectively, and 
dealing with the politics involved" (p. 17). He surmises that the increase in curriculum 
development responsibility is because now there is a strong focus on individual school 
performance and accountability to state standards. The survey revealed the percentage of 
principals who recorded the thirteen listed areas as being one of the three on which they 
spent the majority of their time (see Table 7). 
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Table 7.1988-1998 percentage of principals1 
Area of responsibility Percentage of principals 
I. Supervision/contact with staff 82 
2. Interaction with students 65 
3. Discipline/student management 61 
4. Parent/community contacts 25 
5. Facilities management 18 
6. Curriculum development 13 
7. Student evaluation/placement 12 
8. Duties assigned by central office 9 
9. Safety/security issues 8 
10. Interaction with central office staff 6 
I I .  Planning/conducting staff development 6 
12. Budget administration 5 
13. Other 42 
'Source: Doud & Keller (1998, p.10). 
Summary of the Research Literature Cited 
To understand the foundation of leadership in the school setting, a review of leadership 
definitions and theories was important. As summarized in Table 8, there is wide discrepancy 
on the meaning of being a leader and the theories of leadership. 
The definitions of leadership vary from one person to another with no set criterion 
established. StogdilFs Handbook of Leadership (1974) contains 70 definitions of leadership. 
Bennis and Nanus (1985) wrote that more than 350 definitions have been collected over the 
decades of the analysis of ararfemi» Sixteen years after StogdQTs 1974 book was published, 
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Table 8. Summary of the leadership research literature cited 
Year Author Topic or contribution 
Leadership definitions: 
1974 Stogdill There was a large variance in the definitions and theories of 
leadership. 
1985 Bennis & More than 350 definitions of leadership have been collected. 
Nanus 
1990 Bass The third edition of Stogdill's handbook has 500 pages of 
additional definitions and theories of leadership. 
Leadership theories: 
Great Mart or Hero Theory 
1841 Carlyle This theory believes that the leader is superior. 
1985 Bennis & Leaders are born and not made. 
Nanus 
Trait Theory 
1974 Stogdill 163 trait studies were analyzed. 
2001 Green Traits were used to identify leaders and nonleaders. 
2001 Northouse It is very difficult to choose definite traits that would be present in 
leaders. 
Transformational Leadership Theory 
1978 Bums The focus of tins theory is on higher-level needs. 
2001 Northouse These leaders assist their followers in reaching their fullest 
potential. 
2001 Sergiovanni Leaders and followers are focused on common goals. 
Transactional Leadership Theory 
1978 Bums This theory focuses on the satisfaction of one's basic needs. 
1996 Bass Transactional leader rewards his followers. 
1999, Sergiovanni hi Transactional leadership, everyone has their own focus and 
2001 don't share a common purpose, thus "bartering" takes place. 
Servant Leadership Theory 
1970 Greenleaf Servant Leadership Theory stales that leadership is given to a 
person that by nature is first a servant 
1995 Spears Servant leadership is a Irmg-term tramdhrrnatinnal approach to life 
and work. 
1995 Murphy ISLLC Standards are based on the leader as a community servant. 
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the third edition by Bass (1990) contained over 500 additional pages with more than 4,725 
studies on leadership analyzed. 
Just as leadership definitions varied greatly, so also have the theories that have been 
developed to explain where leaders originate and what one must do to become a leader. 
Carlyle (1900) was one of the first writers on the Great Man or Hero Theory which believed 
that leaders were bom, not made. The Trait Theory, one of the first approaches to leadership 
in the 20* century (Bennis & Nanus, 1985), is based on the superior qualities that a leader 
has that separates htm from his followers. 
The leader who emulates the Transformational Theory focuses on assisting the 
follower to reach his fullest potential (Northouse, 2001). Leaders and followers are focused 
on common goals and work together to achieve them (Sergiovanni, 2001). The 
Transactional Theory is based on each member not charing a common purpose and some 
type of bartering takes place between the leader and the follower (Sergiovanni, 1999.2001). 
Servant leadership is a transformational approach to life and work and declares that a 
leader is a servant first (Greenieaf. 1970). One of the four pillars that the ISLLC Standards 
rests upon is the theory of being a community servant in which the leader creates meaning 
with his followers and has a trusting relationship with them (Murphy, 1995). 
As shown in Table 9. there is not an exact date when the role of principal first 
originated (Pierce, 1935b). The "head teacher" or "headmaster" existed in one-room schools 
from colonial day to the mid-1800s (National Education Association, 1948). In most 
schools, the "principal teacher" had administrative and teaohfng responsibilities (Lipham & 
Hoeh. 1974). 
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Table 9. Summary of the leadership in school research literature cited 
Year Author Topic or contribution 
Emergence of the principal: 
1935b Pierce No historical records exist that state the exact date of the creation 
of principal in American education. 
1935b Pierce NAESP in 1921, stated that a principal should be a leader to the 
members of his staff. 
1948 National The "head teacher' or "headmaster" was created during the 
Education colonial period until 1840. 
Association 
1948 National Supervision of teachers is a part of being a leader. 
Education 
Association 
1974 
1982 
1988 
1990 
Lipham & ^Principal teachers" had administrative and teaching 
Hoeh responsibilities. 
Sweeney In order to be an effective instructional leader, student achievement 
must be the highest priority and goals should be based on this 
achievement. 
Cuban Principals were relieved of their teaching duties in most schools by 
the 1920s and were looked upon as managers and supervisors. 
Kimbrough The official role of the principal is thought to have taken place in 
& Burkett Cincinnati in 1838. 
1992 Hallinger The principal becomes a manager of programs in the 1960s and 
"70s. Instructional leader becomes his role in late 1970s. 
1992 Leithwood Principal is looked upon as a transformational leader. 
1996 Wallace The principal, as educational leader, understands that lifelong 
learning must be present. 
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In the 1920s, principals were relieved of their teaching duties and spent the majority of 
stressed in 1921 that the principal should be responsible for being a leader to the members of 
his staff (Pierce, 1935b). 
The management of federally sponsored and funded programs developed in the 1960s, 
such as compensatory education, bilingual education, and education for students with 
disabilities, was the principal's responsibility (Hallinger. 1992). The role of principal as a 
manager continued until the late 1970s (Hallinger, 1992). Principals in the 1970s and 1980s 
were looked upon as instructional leaders and were effective when student achievement was 
their highest priority (Sweeney, 1982). 
The principal is looked upon as a transformational leader in the 1990s (Leithwood, 
1992) and is responsible for assisting teachers in the formation of goals which should be 
based on student achievement (Sweeney, 1982). To be an educational leader, he must 
understand that lifelong learning must be present in the educational setting (Wallace, 1996). 
Just as the principal's role has changed, so too has the educational leadership programs 
that have been developed to instruct and create future principals. Table 10 shows That in the 
early 1900s, educational leaders did not attend courses, nor did they apply for 
administrative licenses (Cooper. 1988). 
Business leadership had a strong influence on educational administration programs in 
the 1900s (Callahan, 1962; Mitchell & Cunningham, 1990). The writing of Leaders in 
America s Schools (Griffiths, Stout, & Forsyth, 1988) greatly impacted the future of 
educational administrative programs. The numbers of graduate hours offered to educate 
instruction (Cuban, 1988). NAESP 
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Table 10. Summary of the educational leadership programs research literature cited 
Year Author Topic or contribution. 
Emergence of educational leadership Dioerams: 
After 1900, school leaders identified themselves with business 
executives. 
From 1915 to 1929, formal graduate training increased. 
CPEA created centers at universities to study and improve 
educational administration in the 1950s. 
In the early 1900s, educational leaders did not attend courses and 
did not apply for a license in educational administration. 
Leaders in America s Schools was published which showed the 
results of the analysis of educational leadership. 
Leadership programs in 1910 were based on business management. 
1962 Callahan 
1962 Callahan 
Shuster, 
& Stewart 
1988 Cooper 
1988 Griffiths. 
Stout, & 
Forsyth 
1990 Mitchell & 
Cunningham 
1993 Murphy 
1999 Willower 
& Forsyth 
2000 McCown 
et ai. 
Standards: 
1996 NPBEA 
1996 CCSSO 
2001 Murphy 
NPBEA was formed in 1988 and published Improving the 
Preparation of School Administrators. 
NCPEA was organized in 1947 and the preparation of school 
administrators was the focus. UCEA took a leadership role in 
improving administration programs. NCEEA was formed in 1987. 
By 1988, all states required 6-20 semester hours of college credit 
and nearly every state required a master's degree to be a principal. 
The NCATE Standards were written. 
ISLLC Standards were written. 
Standards are used now to explain and define what principals 
should be doing. 
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leaders in our schools gradually increased until 1988 when most states required a masters 
degree in educational administration to oversee a school (McCown et al.. 2000). 
In the 1990s to the present, standards were written to guide future and present 
principals in their role as educational leaders (Murphy. 2001). The NCATE Standards and 
the ISLLC Standards were written in 1996 (NPBEA, 1996; CCSSO. 1996). 
Even though Joseph Murphy believes That standards explain and define what principals 
should be doing, much criticism has been present concerning the ISLLC Standards since 
their creation in 1996 as shown in Table II. Coleman, Copeland. & Adams (2000) have 
examined the reliability and validity of the standards and conclude that there is no evidence 
of either present 
T-ngHsh (2000) criticizes that the standards are not research based and that they were 
developed according to "professional consensus." Murphy wrote a response to English 
Table 11. Summary of the criticism of ISLLC Standards research literature cited 
Year Author Topic or contribution 
2000 Coleman. They say that the ISLLC Standards are not reliable or valid. 
Copeland, 
& Adams 
2000 English He believes that the standards are not research based and were 
developed from, "professional consensus." 
2000a Murphy A rebuttal is written to English's article. 
2001 Achilles & They say that no research has been sited to prove the standards* 
Price value and no knowledge base is evident. 
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(2000) stating that he agreed with English's belief that the standards should be interrogated 
and that this had been suggested during their development-
Achilles and Price (2001) state that the standards have no research to support them. 
and they contain no knowledge base. They continue with the conviction that the "what" and 
the "how"' needs to be included in standards, and the ISLLC Standards are missing this. 
Table 12's focus of how principals spend their time reveals that the job analysis 
procedure is one way to determine what a principal does during the day (National Education 
Association. 1948). In 1948-, the National Education Association reported on a survey in 
which member principals had participated to determine how principals spend their time. One 
of the findings from this survey was that 56 hours a week was averaged on school related 
duties by principals. 
A study in Australia by Willis (1980) revealed that principals spent the highest time 
allotment on the "media of work:" which meant direct conversations with others. A 59.9 hour 
work week was the average for principals. 
Peterson's study (1997—78) revealed that time with students, particularly in discipline 
matters, was the highest ranking among principals. According to NAESP (1998), the 
principal's responsibilities have greatly increased in the past ten years. Supervision and 
contact with staff have taken the highest percentage of principals' time. 
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Table 12. Summary of the principal time research literature cited 
Year Author Topic or contribution 
1948 National In 1928. job analysis procedure was used to show how principals 
Education spent their time. In 1948, a survey was used. A total of 56 hours a 
Association week on average were spent on school related duties in 1948. 
1997—78 Peterson Time with students was the highest ranking. 
1980 Willis This study took place in Australia and revealed that tone spent on 
the "media of work" was the highest percentage and 59.9 hours per 
week was averaged by the principal. 
1990 Kimbrough Job descriptions are now used to show what a principal should be 
& Burkett doing, but these do not always correlate with what actually occurs. 
1998 NAESP In a ten year span, principals have increased in their 
responsibilities. Supervision/contact with staff took the highest 
percentage of time. 
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CHAPTER m. METHODOLGY 
As stated in Chapter I, the problem, of this investigation was to determine similarities 
and differences, if any, between what the new national standards (ISLLC) demand of 
practicing administrators, what selected districts expect of them determined by their 
performance evaluation criteria, and what principals are actually doing as revealed by their 
job analysis and personal interviews. The problem was also to determine if the behaviors 
required by ISLLC Standards are already being used by these three "high expectations" 
districts. 
Research Questions 
This study was guided by the following questions: 
1. What do most principals spend the majority of their school-focused time on during 
a typical school day? 
2. What do most principals spend the majority of then school-focused time on outside 
of the typical school day? 
3. What time logged activities were not present in the three districts' expectations for 
principals? 
4. Are the districts' performance criteria and descriptors congruent with what 
principals actually spend then time doing? 
5. Were some performance criteria not performed by principals as measured by time 
logging results? 
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6. Are there any principal performance criteria that are inappropriate because no time 
was spent on them? 
7. How do the three school districts' job criteria and descriptors and time logging align 
with the national standards (ISLLC)? 
8. How were actual activities related to the expectations of the ISLLC Standards? 
9. What should be changed in the ISLLC Standards to more accurately reflect 
"exemplary" practice? 
10. What should the three districts do to improve performance evaluation and 
performance congruency with ISLLC Standards? 
11. What would be an ideal principal performance evaluation instrument using the 
Standards? 
This study is based on Chapter IT s research on the content theories of leadership, 
leadership in schools, standards-driven reform, and effective schools. The importance of 
leadership in guiding schools to be effective places where children can learn is central to this 
study. The methods theory of this study is based on the Critical Work Activity (CWA) 
Method and Focus Group Interviewing research. 
Study Methods 
This investigation examined the development of job descriptions and performance 
expectations for K—12 administrators which have been created using sophisticated critical 
work activity identification and analysis and, subsequently, compared the results to the 
national licensure standards Initially, this methodology involved job shadowing and time-
and-motion study (Manatt, 1987). For this investigation, role incumbents in principal 
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positions in two Iowa school districts and one school district in Arizona used the following 
critical work activity methodology. While similar to shadowing for job analysis, the critical 
work activity method is less labor-intensive, hence less expensive. 
Critical Work Activity (CWA) Method 
One way to determine how a school administrator spends his time is to time log bis 
activities for a predetermined amount of days. This involves keeping a record of how many 
minutes were spent on various school-related activities during the normal workday and 
outside the normal workday. Administrators, in job-alike groups, determined the first list of 
activities, and time logging results added more. Examples of activities time logged would be 
committee work, discipline, special education meetings, and parent conferences. 
For the present investigation, the time logging process determined principals' most 
important activities, how much time was spent on each, and the frequency at which activities 
occurred. These critical work activities and time in minutes were thai transferred to a data 
collection sheet where the minutes in these two categories are totaled. This information was 
then compared to the district's predetermined administrative job description and criteria to 
determine if the two were congruent with one another. If there was not a march the job 
description and criteria needed to be revised or the administrator needed to spend different 
amounts of time on the predetermined criteria for Ms position. 
The Critical Work Activity (CWA) Method was used in two school districts in Iowa 
and one school district in Arizona for this study. The three school districts used the following 
procedures to specify their critical work activity: 
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1. The administrative groups from the three school districts, with the assistance of the 
research team from Iowa State University's School Improvement Model (SIM), 
determined which critical job activities to time log for the predetermined 30 days. 
Each administrator had the Iowa State University School Improvement Model's 
suggested starter set of items and their job descriptions from their school districts. 
2. Richard Manatt, Director of SIM, met with the administrative groups and taught 
them how to time log then 20 working days within their 30 calendar days. They 
recorded their activities during the school day and outside the normal workday and 
week. 
3. After their time logging was completed, SIM personnel entered this information 
into Critical Work Activity (CWA) Analysis format (i.e., number of days the 
activity was performed, hours performed [rank ordered], and time spent outside of 
work day and work week). 
4. Following this time logging (approximately 45 days later), each administrator was 
interviewed by SIM personnel concerning their CWAs. The interviewers had the 
CWA printout and a list of questions to determine the activities that were typically 
performed the other 11 months. The interviewees were asked to confirm the time 
log analysis and results and to identify the 15—20 most important items that would 
be used for performance criteria. At the conclusion of the personal interviews, each 
interviewee verified what was written by signing their name on the CWA prfntnnt 
Because the three participating districts had completed this detailed process, they 
provided an ideal laboratory for the comparison of what districts expect of administrators, 
what the national standards (ISLLC) demand, and what principals actually do. Ordinarily, 
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districts would only have job descriptions and performance evaluation instruments (often 10— 
15 years out of date) to identify the expectations for administrative performance. Fortunately, 
the three participating districts had used the SIM Center for identification of the most 
important behaviors for each administrative role. This information was in the form of Critical 
Work Activity (CWA), job analysis, and reports. Each job title had been time logged by one 
or more incumbents, analyzed by SIM. and verified by personal interviews with each 
participant. The real-time activities were self-disclosed and verified by signature. 
The West Des Moines Community School District principal CVD time logging and 
personal interviews took place in the Fall of 1998. Principals from the Camp Verde Unified 
School District participated in time logging and personal interviews in the Fall of 1999. The 
Davenport Community School District principals time logged and participated in personal 
interviews in the Fall of2000. 
The Camp Verde Board of Education approved the principal job criteria and descriptors 
in September of2001. West Des Moines principal job criteria and descriptors were approved 
by the Board of Education on April 22,2002. At the time of this writing, the Board of 
Education will approve the Davenport principal job criteria and descriptors on June 10,2002. 
Matrix 
A matrix was created to compare what principals had time logged, what their districts 
expected them to do (as indicated by performance criteria and descriptors), and what the 
ISLLC Standards state an administrator should be doing. This analysis identified gaps in 
what a school district's expectations were for the actual practice of an administrator and what 
the ISLLC Standards did or did not address. The verification of the matches and gaps found 
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in the matrices was done by the researcher's major professor and. participants in Iowa State 
University's Wednesday dissertation class and the "exemplary" principal focus group. 
Through this analysis, it was possible to identify important elements to include in preparation 
programs for future administrators as well as producing questions to ask in the focus group 
with the "exemplary" principals. 
Focus groups 
Morgan (1996) defines the focus group interview as "a research technique that collects 
data through group interaction on a topic determined by the researcher" (p. 130). Krueger's 
definition is "a carefully planned discussion designed to obtain perceptions on a defined area 
of interest in a permissive, nonthreatening environment" (Krueger, 1988, p. 18). 
Vaughn, Schumm, and Sinagub (1996) write that group discussion differentiates focus 
groups from other forms of qualitative interview methods. They continue by saying that "the 
major assumption of focus groups is that with a permissive atmosphere that fosters a range of 
opinions, a more complete and revealing understanding of the issues will be obtained" 
(Vaughn et al. 1996, p. 4). Because of the flexibility of this data gathering technique, it is one 
of the more popular qualitative research methods of the present era (Morgan, 2002). 
History of Focus Groups 
Social scientists, in the late 1930s, began to focus their attention on the importance of 
nondirective interviewing of individuals as an improved method to gain information 
(Krueger, 1988). This research method, called "focussed interviews" (Stewart & Shamdasani 
1990, p. 9), originated in 1941 in the Office of Radio Research at Columbia University. Paul 
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Lazarsfeld and Robert Mertoa asked a "mass-media studio audience" to listen, to a 
prerecorded radio program and press a green button if they heard something that created a 
positive reaction and a red button if their response was negative in nature, such as "anger, 
boredom, or disbelief" (p. 9). 
The "Lazarfeld-Stanton Program Analyzer" recorded the audience's responses and the 
timings (Stewart & Shamdasani, 1990). When the program was completed, the audience 
focused then: attention on what the positive and negative responses they had made and why 
they had reacted in that manner. It was from this research that Merton developed the focus 
group interview concept (Vaughn, Schumm, & Sinagub, 1996). Today's focus groups, 
however, vary in form and do not always follow Merton's method (Stewart & Shamdasani, 
1990). 
Krueger (1988) states that in the past, closed-ended questions have been used by the 
interviewer who often controlled the session, thus the interviewee's responses were often not 
a representation of his/her true ideas or opinions. When open-ended interviews were used, 
the interviewee's personal experiences and beliefs were shared and there was adequate tune 
to respond (1988). 
By the 1970s, only the marketing business appeared to use the focus group concept 
(Fern, 2001; Morgan, 2002). The social science research field was highly dominated by 
quantitative methods in the 1980s and before, but qualitative methods were increasing 
(Morgan, 2002). Since 1981, the popularity of focus groups has magnified extensively and 
has been used in the social science field (Fern, 2001; Krueger, 1988; Morgan, 2002). Prior to 
the 1990s, the knowledge base about focus groups was extensive, but textbooks or the 
customary research literature contained no information to assist researchers in ararWmV 
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settings (Morgan, 2002). During the Reagan administration, social science funding was 
greatly decreased, thus the researcher was now responsible for much of the research anH no 
longer were large-scale projects feasible (Morgan, 2002). 
Vaughn et al. (1996) believe that focus groups in the educational setting offer the 
"opportunity to garner qualitative data (gathered in small, interactive groups) regarding the 
perceptions and opinions of purposively selected individuals" (p. 16). They continue by 
saying that the focus group interview "is a research tool that is highly consistent with current 
trends in education and psychology that aim at understanding more about what key 
stakeholders think and feel" (p. 16). 
There has been controversy, however, in the use of focus groups by established 
researchers of qualitative methods (Morgan, 2002), thus this method has not been developed 
by researchers of social sciences. Focus groups have been used more extensively in fields 
that have relied on quantitative methods. 
The Present Day Focus Group 
The present day focus group interview usually has between 8 to 12 participants who 
center their attention on one main topic with the moderator present to encourage discussion 
and guarantee that the group stays on the predetermined topic (Stewart & Shamdasani, 1990). 
The discussion should be enjoyable and relaxed for the group members and different views 
and ideas are encouraged (Krueger, 1988). 
For this study, a less structured approach to focus groups was used based on Morgan's 
following guidelines (Table 13). 
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Table 13. Comparison of more and less structured approaches to focus groups8 
More structured approaches 
Goal: Answer researchers' questions 
Researchers* interests are dominant 
Questions set the agenda for discussion 
Larger number of more specific questions 
Specific amounts of time per question 
Moderator directs discussion 
Moderator "refocuses" off-topic remarks 
Participants address the moderator 
Less structured approaches 
Goal: Understand participants' thinking 
Participants' interests are dominant 
Questions guide discussion 
Fewer, more general questions 
Flexible allocation of time 
Moderator facilitates interaction 
Moderator can explore new directions 
Participants talk to each other 
'Source: Morgan (2002). 
In the last decade, Thomas Greenbaum has published an extensive number of focus 
group-based articles for industry trade journals, and he has written four books which center 
on focus group topics. He has moderated focus groups for the past 15 years with over 300 
companies. Greenbaum serves as president of GroupsPIus, which was formed to assist 
companies in focus group research. He writes (1998) that there are three différait kinds of 
focus groups: full groups, minigroups, and telephone groups. Greenbaum's definitions of the 
three types of focus groups follow. 
Full group—A full group consists of a discussion of approximately 90 to 120 
minutes, led by a trained moderator, involving eight to ten persons who are 
recruited for the session based on their common demographics, attitudes, or 
buying patterns germane to the topic. 
Minigroup—A mmigroup is essentially the same as a full group, accept that it 
generally contains four to six persons. 
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Telephone group—In a telephone group, individuals participate in a telephone 
conference call, wherein they are led by a trained moderator for thirty minutes 
to two hours. They are recruited according to the same parameters as full and 
mimgroups. (Greenbaum. 1998. p. 2) 
"Exemplary" Principal Focus Group 
An "exemplary" principal focus group was held on February 8,2002 based on 
Morgan's (2002) less structured approach and Greenbaum's (1998) minigroup format- The 
main purpose of this focus group was to gather information from outstanding practicing 
principals (visions, values, etc.. not obtained in the CWA information) about their present 
jobs and the expectations rhar the ISLLC Standards has for school administrators. 
On January 7.2002, letters were mailed to six Iowa superintendents who were 
randomly selected to nominate up to the maximum of five "exemplary" principals in Iowa 
school districts other than their own (Appendix B). The criteria that they used to name these 
"exemplary" principals was based on the central themes of the ISLLC Standards and 
effective school leadership as written about by Hessel and Holloway (2002, pp. 21—25). The 
superintendents were also mailed a copy of the six ISLLC Standards. Sixteen principals were 
nominated for this title. 
From this list, twelve principals were randomly selected so that there would be four 
principals from each of the three categories: elementary, middle school/junior high, and high 
schooL Letters were mailed to these twelve principals on January 23,2002, asking them to 
participate in the "exemplary  ^principal focus group. A copy of the criteria that the 
to nominate them and a consent form were also mailed to the principals. 
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Six principals returned their consent forms saying that they were able to participate in 
the "exemplary" principal focus group on February 8,2002. They were mailed a letter on 
January 28,2002, with a copy of the matrix of one of the three participating school districts 
in this study, a brief history of the ISLLC Standards, a sample list of the questions for the 
focus group, and a mileage sheet (Appendix D). The participants were four high school 
principals, one elementary principal, and one elementary/junior high principal. These 
principals ranged in administration experience from one year and six months to over 20 years 
with two having their PhJD. in educational administration and all having their masters 
degree in this area. Two women and four men made up the focus group. A meal was served 
at noon in the Schemann Building on the Iowa State University campus, and the focus group 
began at 1:00 p.m. and concluded at 2:40 pan. A thank you letter was mailed to the six 
"exemplary" principals on February 9,2002 (Appendix E). 
Following are the research questions that were used for the focus group of "exemplary" 
principals on February 8,2002. 
1. As you look at the matrix, which of the six standards do you feel that your 
university master's classes gave you the least amount of training and background? 
2. Do you feel that it would be important for future administrators to spend time in 
their master's preparation programs on this standard? Why? Why not? 
3. During your principaiship. which standard do you find is the most challenging? 
Why? 
4. During your principaiship, which standard do you feel you spend the most time on 
during a day/week/month? Do you feel that this is necessary to be an effective 
leader? Why? Why not? 
99 
5. As you look through the principals' time logging under each standard, notice the 
one or two that principals have spent the least amount of time. Do you feel that 
principals should spend more time on this standard? Why? Why not? 
6. Looking again at the one or two standards that principals spent the least amount of 
time on, do you feel that districts should change their job descriptions and criteria to 
more closely mirror this standard? If so, what would be your reasoning? 
7. Do these standards represent what a principal should use as a "guide" in their 
leadership? 
8. Would you use these standards as a "guide" in your future leadership? Why? Why 
not? 
9. What is missing from these standards that you feel is necessary in order to truly be 
an educational leader? 
Human Subjects Approval 
Iowa State University's Institutional Review Board has read and approved this study. 
The individuals involved are guaranteed that their rights and welfare will be respected at all 
times during this study. The participants' time logging and interview answers will be kept 
confidential. Permission to share this information with the researcher was granted by the 
selected school district's superintendent. 
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CHAPTER IV. FINDINGS 
The problem of this investigation was to determine similarities and differences, if any, 
between what the new national standards (ISLLC) expect of practicing administrators, what 
selected districts expect of them determined by their performance evaluation criteria, and 
what principals are actually doing as revealed by their job analysis and personal interviews. 
The problem was also to determine if the behaviors required by the ISLLC Standards are 
already being used by these three "high expectations" districts. 
Research Questions 1-8 
After analyzing each school district's job criteria and descriptors, the district's Critical 
Work Activities (CWAs), and gathering information from an "exemplary" principal focus 
group, the research questions could be answered. Because each district is unique in its job 
criteria and descriptors and time logging, the first eight research questions have been 
answered separately for each district based on the matrices in this order: Davenport 
Community School District. Camp Verde Unified School District, and West Des Moines 
School District. The remaining three questions will be answered through data analysis that 
directly speaks to all three districts. 
Davenport Community School District 
1. What do most principals spend the majority of their school-focused time on during 
a typical school day? 
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Table 14 shows the five highest ranked activities that the 49 Davenport principals spent 
the majority of their time on during a typical school day. Totally, 62 different activities were 
time logged by these principals ( see Table 16 for a list of these activities). 
Table 14 reveals that paperwork was the only activity that over half of the principals 
spent the majority of time on during a typical school day. Three activities: paperwork, plan, 
and make/receive telephone calls could be classified as "office work." The other three 
activities, supervision of students, demonstrating effective leadership, and managing 
personnel, the principals would be directly interacting with students and staff. 
Table 14. What Davenport Community School District's principals spent the majority of 
time on during a typical school day 
Five highest ranked activities according 
to minutes spent during a typical school day Number of principals out of 49 
Does paperwork 25 
Provides supervision of students 24 
Plans 20 
Demonstrates effective leadership 19 
Makes/receives telephone calls 18 
Manages personnel 18 
2. What do most principals spend the majority of their school-focused time on outside 
of the typical school day? 
Table 15 shows the five highest ranked activities that the 49 Davenport principals spent 
the majority of their time on outside of a typical school day. Table 15 reveals that over half 
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of the principals spent a majority of their time outside of the school day on paperwork and 
maintaining school-community relations. Paperwork, planning, and making and receiving 
telephone calls were also listed in Table 14 as activities that a majority of principals spent 
time on during the school day. 
Table 15. What Davenport Community School District's principals spent the majority of 
time on outside of a typical school day 
Five highest ranked activities according to 
minutes spent outside of a typical school day Number of principals out of 49 
Does paperwork 33 
Maintains school-community relations 29 
Plans 21 
Attends command meetings 18 
Makes/receives telephone calls 16 
3. What time logged activities were not present in the three districts ' expectations for 
principals? 
The activities in rank- order according to the number of Davenport principals who time 
logged that activity are displayed in Table 16. These activities are what the principals 
recorded that they spent time on during a typical school day and outside of the school day. 
Of the 62 time logged activities, seven were not present in the Davenport School District's 
expectations for principals as stared in their district's job criteria and descriptors. Table 17 
lists the job criteria and descriptors for Davenport principals. These seven activities, 
designated with an asterisk on Table 16, were security-parents, nursing cover classrooms, 
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Table 16. Principal time logged activities of the Davenport Community School District 
Rank ordered activities according to 
number of principals who 
List of activities the 49 principals time logged time logged that activity 
Plans 48 
Makes/receives telephone calls 46 
Manages financial operations 45 
Manages personnel 46 
Maintains school-community relations 45 
Does paperwork 44 
Problem solves 43 
Attends command meetings 43 
Manages school building 43 
Demonstrates effective leadership 42 
Provides supervision of students (lunch duty, playground, etc.) 41 
Works on student intervention plans/504/TEPs/soltmon focus 37 
Communicates with clients 29 
Conducts student interactions 27 
Plans for/participates in staff development 37 
Works with student assessment data 20 
Provides for collaborative decision making 19 
Checks others' work 18 
Works with Student Information System (SIS) 17 
Supervises others 13 
Provides crisis intervention 13 
Supervises extracurricular events 12 
Provides student discipline 11 
Provides interagency communication 10 
Participates in committee work (building/district) 10 
Uses E-mail 10 
Provides communication 7 
Attends meetings 7 
Conducts parent conferences 6 
Works with exceptional education 6 
Provides evaluation of staff 4 
Provides collaboration 3 
Participates in PTA meetings/Dads* Club 2 
Participates in legal related actions 2 
Attends staff meetings 2 
Develops proposals and participates in grant writing 2 
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Table 16. Continued 
List of activities the 49 principals time logged 
Rank ordered activities according to 
number of principals who 
time logged that activity 
Participates in union negotiations 
Provides security—Student 
Provides special education supervision 
Provides student teacher interaction 
2 
2 
2 
? 
Provides family counseling 2 
Provides evaluation 2 
Provides evaluation of staff 2 
Provides staff interaction 1 
Supervises detention 1 
Works with police 1 
Conducts student conference/counseling 1 
Works on solution focus 1 
Attends team meetings 1 
Supervises Title I 1 
Attends awards auds 1 
Writes goals I 
Attends site council meetings I 
Provides security—Parents1 2 
Provides nursing1 1 
Covers classrooms1 18 
Has lunch1 1 
Travels1 1 
"Puts out fires"1 1 
Spends time on personal (individual) activities1 1 
Time logged activities that were not present in Davenport's job criteria and 
descriptors. 
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lunch, travel, put out fires, and personal (individual). The other 55 activities listed in Table 
16 correspond to the Davenport School District's job criteria and descriptors. 
Only 14 activities were time logged by at least half of the principals, which can be seen 
on Table 16 beginning with "Plans" and ending with "Student interaction." There were 38 
activities that were time logged, which is well over half of the total 62 listed activities, tfiat 
were recorded by less than a fourth of the principals. 
4. Are the districts' performance criteria and descriptors congruent -with -what 
principals actually spend their time doing? 
5. Were some performance criteria not performed by principals as measured by time 
logging results? 
As revealed in Table 17, there are 72 total job criteria and descriptors under 
professional responsibilities and 52 total job criteria and descriptors under job-specific 
responsibilities, thus making the sum total of 124 principal job criteria and descriptors for the 
Davenport Community School District. There were 117 job criteria and descriptors, or 94 
percent, that matched principal time logging. From one to six time logged activities were a 
match for each of these job criteria and descriptors. 
In the professional responsibilities section, the following six job criteria and descriptors 
were not time logged by any of the 49 principals: 
2d. Develops, implements, and participates in an orientation program for new staff 
members. 
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1 le. Demonstrates fairness and consistency in dealing with staff, students, and school 
community, 
I Id. Acknowledges the rights of others to hold differing views and values, 
12a. Participates as a member of associations that enhance professional/personal 
growth, 
12b. Selects and attends professional activities related to individual and district goals, 
and 
13e. Honors commitments consistently. 
In the job-specific responsibilities section of Table 17, only one job criteria and 
descriptors was not time logged by at least one of the 49 principals: 3c. Helps to solve 
electronic/technological issues. These seven job criteria and descriptors are designated with a 
footnote on Table 17. 
The job criteria and descriptor that had the most time logging activities that matched it 
was Professional Responsibilities 4e: Elicit staff, student, parent and community commitment 
to goals. The matched time logged activities were: communication, staff meetings, site 
council, maintain«; school-community relations, communication with clients, and inter­
agency communication. 
6. Are there any principal performance criteria that are inappropriate because no 
time was spent on them? 
Of the seven job criteria and descriptors that were not time logged, Professional 
Responsibilities I Ic. Demonstrates fairness and consistency in dealing with staff, students, 
and school community, and Professional Responsibilities 1 Id. Acknowledges the rights of 
107 
Table 17. Davenport Community School District's job criteria and descriptors compared to 
principal time logged activities 
Davenport job criteria and descriptors Principal time logged activities 
Professional responsibilities: 
1. Acts in accordance with district policy, job 
description, administrative procedures, 
employee's master contract, and state and 
federal regulations 
a. Consistently follows district policy, 
procedures, and state and federal regulations 
b. Encourages staff compliance with district 
policy, procedures, and state and federal 
regulations 
c. Monitors staff compliance and takes 
appropriate action when necessary 
d. Utilizes shared decision making in budget 
process 
2. Demonstrates responsibility for selection, 
orientation, transfer, evaluation, retention, 
"professional support," or dismissal of 
district employees 
a. Evaluates performance and supervises in 
accordance with employee group contracts 
b. Follows all district policies and procedures 
relating to personnel practices in accordance 
to group contracts 
c. Maintains and submits accurate and appropriate 
records and reports on a timely basis 
d. Develops, implements, and participates in an 
orientation program for new staff members1 
3. Develops and administers budget in area of 
responsibility 
a. Utilizes shared decision making to make 
budget decisions which maximize the use 
of district resources 
b. Manages line item budget 
Participates in legal related 
actions 
Participates in union negotiations 
Participates in legal related 
actions 
Participates in union negotiations 
Manages personnel 
Manages personnel 
Provides collaborative/shared 
decision making 
Manages personnel 
Supervises others 
Provides evaluation of staff 
Provides evaluation of staff 
Supervises others 
Provides evaluation of staff 
Plans 
Does paperwork 
Manages financial operations 
Manages financial operations 
Provides collaborative/ shared 
decisionmaking 
Manages financial operations 
^Principal job criteria and descriptors that had no time logging march 
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Table 17. Continued 
Davenport job criteria and descriptors Principal time logged activities 
c. Follows procedures and meets timelines for 
processing supplies and equipment 
d. Seeks additional funding sources to support 
the district mission 
4. Establishes and implements district, building, 
and/or program goals 
a. Utilizes shared decision making process 
Maintains system for receiving appropriate 
input 
c. Identifies and prioritizes needs 
d. Supports recommendations with documentation 
e. Elicits staff, student, parent, and community 
commitment to goals 
f. Develops strategies to accomplish goals 
5. Maintains and submits data, records, and 
reports that are accurate and on time 
a. Gathers, analyzes, reports progress, and 
accurately interprets data 
b. Provides and utilizes systems for maintaining 
accurate records 
c. Submits accurate, complete, and well-
documented records on a timely basis 
Manages financial operations 
Does paperwork 
Develops proposals and 
participates in grant writing 
Writes goals 
Problem solves 
Provides for collaborative 
decisionmaking 
Makes/receives telephone calls 
Uses E-mail 
Communicates with clients 
Conducts parent conferences 
Plans 
Works with assessment data 
Provides communication 
Attends staff meetings 
Attends site council meetings 
Maintains school-community 
relations 
Communicates with clients 
Provides interagency 
communication 
Plans 
Works with assessment data 
Works with student assessment data 
Works with Student Information 
System (SIS) 
Works with assessment data 
Works with student assessment 
data 
Works with Student Information 
System (SIS) 
Does paperwork 
Works with assessment data 
Plans 
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Table 17. Continued 
Davenport job criteria and descriptors Principal time logged activities 
6. Evaluates the programs for which the 
administrator is responsible 
b. 
Assists in interpreting and utilizing 
assessment data 
Uses evaluative data in making decisions 
7. 
c. Reports progress and evaluative findings 
d. Designs strategies for program improvement 
e. Monitors progress toward goal attainment 
and makes changes to improve problem area 
Supervises or conducts performance improve­
ments for personnel for whom the administrator 
has supervisory responsibility 
a. Assists employees to develop targets for growth 
b. Provides resources to assist in performance 
improvement 
c. 
d. 
e. 
f. 
Monitors progress and provides feedback 
Recognizes achievement regularly 
Provides staff development activities using 
shared decision making designed to assist 
staff in accomplishing district, school, 
department, or individual objectives 
Assesses effectiveness of staff development 
activities and modifies plans based on 
feedback 
8. Delegates authority and responsibility 
when appropriate 
a. Identifies tasks to be delegated 
b. Communicates expectations 
Provides evaluation 
Supervises Title I 
Provides special ed. supervision 
Provides exceptional education 
Checks others* work 
Works with assessment data 
Conducts student assessment data 
Works with assessment data 
Provides evaluation 
Provides communication 
Communicate with clients 
Supervises extracurricular events 
Plans 
Problem solves 
Manages personnel 
Supervises others 
Checks others' work 
Supervises others 
Develops proposals and partici­
pates in grant writing 
Manages financial operations 
Works with assessment data 
Attends awards ands 
Plans for/participates in staff 
development 
Provides for collaborative 
decision making 
Coordinates staff development 
Works with assessment data 
Works with student assessment 
data 
Provides communication 
Plans 
Plans 
Provides communication 
Attends staff meetings 
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Table 17. Continued 
Davenport job criteria and descriptors Principal time logged activities 
c. Provides necessary support 
d. Evaluates progress toward task completion 
Provides supervision of students 
Supervises others 
Conducts student interactions 
Provides family counseling 
Works with assessment data 
Plans 
Provides evaluation 
Checks others' work 
9. Promotes the programs of the district with 
staff, students, parents, and community 
members 
a. Promotes understanding and acceptance of 
the district's mission, vision, and programs 
b. Promotes integration of building goals and 
programs with the district's CSIP 
c. Promotes implementation of special 
building programs 
Provides communication 
Communicates with clients 
Attends site council meetings 
Provides communication 
Communicates with clients 
Attends site council meetings 
Provides communication 
Communicates with clients 
Attends site council meetings 
Supervises Tide I 
Provides special ed. supervision 
Works with exceptional 
education 
Works on solution focus 
10. Maintains effective communication with 
staff, students, parents, and community 
members 
a. Provides oral and written communication 
which is clear, concise, and accurate 
b. Provides a climate for open and effective 
two-wav communication 
Provides communication 
Communicates with clients 
Provides interagency 
communication 
Attends site council meetings 
Attends meetings 
Does paperwork 
Provides communication 
Communicates with clients 
Provides interagency 
communication 
Attends site council meetings 
Attends meetings 
Attends staff meetings 
Provides communication 
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Table 17. Continued 
Davenport job criteria and descriptors Principal time logged activities 
c. Responds in a timely manner to stake­
holders* concerns 
d. Encourages a free and open flow of 
comments, suggestions, and recommenda­
tions 
e. Supports and implements district, building, 
or department level public relations 
activities 
11. Demonstrates appropriate and productive 
human relations skills 
a. Is receptive to the exchange of ideas; 
listens to all sides of issues 
b. Interacts and relates effectively with others 
c. Demonstrates fairness and consistency in 
dealing with staff, students, and school 
community* 
d. Acknowledges the rights of others to 
hold differing views and values1 
e_ Uses discretion, in Handling situations that 
require confidentiality 
f. Promotes an environment to encourage 
cooperation among staff 
Maintains school-community 
relations 
Conducts parent conferences 
Attends site council meetings 
Makes/receives phone calls 
Uses E-mail 
Provides communication 
Provides communication with 
clients 
Attends site council meetings 
Participates in PTA meetings/ 
Dads' Club 
Makes/receives telephone calls 
Provides interagency 
communication 
Maintains school-community 
relations 
Attends site council meetings 
Provides communication 
Provides collaboration 
Provides communication 
Provides collaboration 
Attends site council meetings 
Attends command meetings 
Provides communication 
Provides collaboration 
Provides family counseling 
Provides communication 
Provides collaboration 
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Table 17. Continued 
Davenport job criteria and descriptors Principal time logged activities 
12. Develops and follows a plan of self-
improvement which promotes both 
personal and organizational goals 
a. Participates as a member of associations 
that enhance professional/personal growth8 
b. Selects and attends professional activities 
related to individual and district goals1 
c. Actively participates in a professional 
manner to improve the quality of the 
districts' administrative team 
d. Participates in community activities 
13. Actively participates in the revision of 
district policies and procedures 
a. Volunteers and supports curriculum 
development 
b. Serves on district-wide committee 
c. Serves on contract negotiation teams 
d. Effectively balances site and district 
responsibilities 
e. Honors commitments consistently1 
72 professional responsibilities 
Job-specific responsibilities: 
1. Provides leadership in curriculum develop­
ment, implementation, and evaluation 
a. Observes classrooms to gather data about 
curriculum 
Works toward articulation of curriculum 
goals and objectives 
Organizes curriculum evaluation process 
Makes appropriate curriculum recommenda­
tions and/or decisions 
Plans staff development 
Participates in committee work 
(building/district) 
b. 
c. 
d. 
e. 
f. Assists with grant writing 
Attends command meetings 
Participates in committee work 
(building/district) 
Maintains school-community 
relations interagency 
communication 
Participates in committee work 
(building/district) 
Attends meetings 
Participates in committee work 
(building/district) 
Participates in committee work 
(birilding/district) 
Participates in union negotiations 
Plans 
66 professional responsibilities 
were time logged 
Demonstrates effective leadership 
Provides evaluation 
Works with assessment data 
Checks others' work 
Plans for/participates in staff 
development 
Provides evaluation 
Works with assessment data 
Works with student assessment data 
Plans for/participates in staff 
development 
Develops proposals and partici­
pates in grant writing 
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Table 17. Continued 
Davenport job criteria and descriptors Principal time logged activities 
2. Supervises and evaluates for improvement 
of instruction 
a. Analyzes lesson plans 
b. Observes teaching behaviors in the classroom 
c. Coaches and counsels staff 
d. Evaluates staff performance 
e. Assists staff in writing professional growth 
plans 
3. Creates optimum conditions for teaching 
and learning 
a. Monitors student enrollment 
b. Assists in obtaining resources for student 
achievement 
c. Helps to solve electronic/technological issues1 
d. Participates in crisis management 
4. 
e. Creates student intervention plans 
f. Observes the purchasing of textbooks 
Evaluates student progress/needs 
a. Reviews cumulative grade data 
b. Monitors individual student achievement 
levels 
Manages personnel 
Provides evaluation of staff 
Checks others' work 
Checks others' work 
Manages personnel 
Provides supervision of others 
Manages personnel 
Provides supervision of others 
Provides evaluation of staff 
Conducts staff interaction 
Works on student intervention 
pIans/504/IEPs/solution focus 
Provides security—students 
Works with Student Information 
System (SIS) 
Develops proposals and partici­
pates in grant writing 
Provides crisis intervention 
Provides student discipline 
Supervises detention 
Works with police 
Provides security—students 
Works on student intervention plans 
Works on solution focus 
Works with exceptional education 
Manages financial operations 
Works with student assessment data 
Works with student assessment data 
Works with student assessment data 
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Table 17. Continued 
Davenport job criteria and descriptors Principal time logged activities 
c. Monitors the administration of the testing 
program 
d. Reviews student learning and its 
relationship with appropriate levels of 
curriculum instruction 
e. Seeks relevant student feedback 
5. Utilizes effective practices to promote 
desirable student conduct 
a. Assists teachers and parents in setting 
appropriate standards for student conduct 
b. Effectively communicates school policies 
and regulations which govern student conduct 
c. Consistently enforces consequences for 
student infractions of school policies and 
regulations 
6. Supervises student activities 
Promotes recognition of students" 
participation and achievements (academic, 
arts, activities, and athletics) 
Organizes and publishes student activities 
calendar 
b. 
c. Oversees student conduct during lunch, 
recess, etc. 
Assists with student intervention plans 
Maintains physical facilities 
a. Recommends and monitors a program of 
maintenance repair and improvement 
b. Inspects plant facilities to check conditions 
Supervises others 
Works with student assessment data 
Conducts student interactions 
Provides supervision of students 
Works with, police 
Maintains school-community 
relations 
Works with security—students 
Provides communication 
Provides student conferences/ 
counseling 
Works on student intervention plans 
Provides security—students 
Supervises extracurricular events 
Provides supervision of students 
Provides security—students 
Attends awards aud 
Provides communication 
Supervises extracurricular events 
Maintains school-community 
relations 
Provides supervision of students 
Provides security—students 
Works on student intervention 
plans/504/IEPs/solution focus 
Manages school building 
Manages school building 
Manages school building 
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Table 17. Continued 
Davenport job criteria and descriptors Principal time logged activities 
c. Adheres to district policy regarding safety, 
maintenance, and repair 
8. Administers the financial program 
a. Advocates for funding 
b. Coordinates budget development 
c. Monitors revenue and expenditures 
9. Selects and supervises staff 
a. Plans for short- and long-term staffing needs 
b. Recruits, interviews, and selects teachers 
and staff 
10. Implements and monitors building special 
education program 
a. Participates, as appropriate, in diagnostic 
evaluation meetings to develop a program 
for individual student needs (TEPs) 
b. Assists with the LEP program evaluation 
c. Implements solution focus for special 
education 
d. Reviews EEPs 
e. Assists with integrating students 
Manages school building 
Manages financial operations 
Manages financial operations 
Develops proposals and partici­
pates in grant writing 
Manages financial operations 
Plans 
Manages financial operations 
Does paperwork 
Supervises others 
Conducts staff interactions 
Plans 
Provides student teacher 
interactions 
Works on student intervention 
plans 
Works on solution focus 
Works with exceptional 
education 
Check others' work 
Works on student intervention 
plans 
Works on solution focus 
Works with exceptional 
education 
Works on EEPs 
Provides special education 
supervision 
Works on solution focus 
Works on EEPs 
Provides special education 
supervision 
Works on student intervention 
plans 
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Table 17. Continued 
Davenport job criteria and descriptors Principal time logged activities 
52 job-specific responsibilities 51 job-specific responsibilities 
were time logged 
124 total job criteria and descriptors 117 total job criteria and 
descriptors were time 
logged 
94 percent of the job criteria 
and descriptors were time 
logged 
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others to hold differing views and values, may be done by principals, but demonstrating this 
through a time logged activity may be difficult. Helping to solve electronic/technological 
issues (Job-Specific Responsibilities 3c) is usually an activity that a staff member hired with 
that expertise is responsible for doing. 
7. How do the three school districts Job criteria and descriptors and time logging 
align with the national standards (ISLLC)? 
8. How were actual activities related to the expectations of the ISLLC Standards? 
The Davenport School District's job criteria and descriptors and the principal time 
logging as aligned with the ISLLC Standards are displayed in Table 18. Each of the six 
ISLLC Standards is followed by three sections: Knowledge, Dispositions, and Performance. 
The Knowledge domains center on what a principal knows and understands about being an 
educational leader. What the school administrator believes in, values, and is committed to is 
the focus of the Dispositions domains. The Performance domains center on the activities that 
he engages in and the processes that the school administrator facilitates. 
The number of Knowledge, Dispositions, and Performance domains vary according to 
the different ISLLC Standards as shown in Table 18. The total domain number is listed at the 
conclusion of each of the six standards. 
The Davenport School District's job criteria and descriptors are listed in the middle 
column of Table 18. Totally there are 124 Davenport job criteria and descriptors. When the 
data analysis was made, all of this school district's job criteria and descriptors were a match 
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Table 18. The alignment of Davenport School District's job criteria and descriptors and time 
logging with the Interstate Leaders Licensure Consortium Standards (ISLLC) 
Interstate Leaders Davenport Comm. School Davenport Comm. School 
Licensure Consortium principal job criteria principal Critical Work 
Standards (ISLLC) and descriptors Activity (CWA) 
Standard 1. A school administrator is an educational leader who promotes the success 
of all students by facilitating the development, articulation, 
implementation, and stewardship of a vision of learning that is shared and 
supported by the school community. 
Knowledge 
The administrator has knowledge 
and understanding of: 
1K.1. learning goals in a 
pluralistic society. 
1EL2. the principles of 
developing and imple­
menting strategic plans. 
1K.3. systems theory. 
1K-4. information sources. 
data collection, and data 
analysis strategies. 
PR 5. Maintains and submits 
data, records, and reports that 
are accurate and on time. 
PR 5a. Gathers, analyzes. 
reports progress, and accurately 
interprets data 
PR 5b. Provides and utilizes 
systems for maintaining 
accurate records. 
PR 5c. Submits accurate, 
complete, and well-documented 
records on a timely basis. 
PR 6b. Uses evaluative data in 
making decisions. 
PR 8<L Evaluates progress 
toward task completion. 
JSRC la. Observes classrooms 
to gather data about curriculum. 
Works with assessment data 
Works with student assess­
ment data 
Works with Student Infor­
mation System (SIS) 
Provides evaluation 
Plans 
Works on solution focus 
^Interstate School Leaders Licensure Consortium (1996). 
hpR = Professional Responsibilities. 
CJSR = Job-Specific Responsibilities. 
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Table 18. Continued 
Interstate Leaders 
Licensure Consortium 
Standards (ISLLC) 
Davenport Comm. School 
principal job criteria 
and descriptors 
Davenport Comm. School 
principal Critical Work 
Activity (CWA) 
IK.5. effective 
communication. 
1K_ 6. effective consensus-
building and negotiation 
skills. 
JSR 3 a. Monitors student 
enrollment. 
JSR 4a. Reviews cumulative 
grade data. 
PR 8b. Communicates 
expectations. 
PR 10. Maintains effective 
communication with staff, 
students, parents, and 
community members. 
PR 10a. Provides oral and 
written communication 
which is clear, concise, and 
accurate. 
PR 10c. Responds in a timely 
manner to stakeholders' 
concerns. 
PR 13c. Serves on contract 
negotiation teams. 
Provides 
communication 
Communicates with 
clients 
Provides interagency 
communication 
Attends site council 
meetings 
Attends meetings 
Attends team meetings 
Attends staff meeting 
Conducts staff 
interactions 
Participates in union 
negotiations 
6 domains 3 domains were used 3 domains were time 
logged 
Dispositions 
The administrator believes in, 
values., and is committed to: 
1D-1- the educabilitv of all. 
ID_2. a school vision of 
high standards of learning. 
JSR 3. Creates optimum 
conditions for teaching and 
learning. 
JSR 3e. Creates student 
intervention plans. 
Works on student 
intervention plans 
Works with solution 
focus CEP 
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Table 18. Continued 
Interstate Leaders 
Licensure Consortium 
Standards (ISLLC) 
Davenport Comm. School 
principal job criteria 
and descriptors 
Davenport Comm. School 
principal Critical Work 
Activity (CWA) 
ID.3. continuous school 
improvement. 
ID.4. the inclusion of all 
members of the school 
community. 
ID J. ensuring that 
students have the 
knowledge, skills, and 
values needed to become 
successful adults. 
1D.6. a willingness to 
continuously examine 
one's own assumptions, 
beliefs, and practices. 
LD.7. doing the work 
required for high levels 
of personal and organiza­
tion performance. 
PR 6e. Monitors progress toward 
goal attainment and makes changes 
to improve problem area. 
PR 11. Demonstrates appropriate 
and productive human relations 
skills. 
PR 1 la. Is receptive to the 
exchange of ideas: listens to all 
sides of issues. 
PR 1 lb. Interacts and relates 
effectively with others. 
7 domains 
PR 12. Develops and follows a 
plan of self-improvement which 
promotes both personal and 
organizational goals. 
PR I2b. Selects and attends 
professional activities. 
PR 12. Develops and follows a 
plan of self-improvement which 
promotes both personal and 
organizational goals. 
PR 12c. Actively participates in 
a professional manner to improve 
the quality of the districts' 
administrative team. 
PR 13b. Serves on district-wide 
committee. 
5 domains were used 
Solves problems 
Provides 
communication 
Provides collaboration 
Maintains school-
community relations 
Provides interagency 
communication 
Conducts staff 
interactions 
Participates in 
committee work 
(building/district) 
Attends command 
meetings 
Participates in 
committee work 
(building/district) 
5 domains were time 
logged 
121 
Table 18. Continued 
Interstate Leaders 
Licensure Consortium. 
Standards (ISLLC) 
Performance 
The administrator facilitates. 
processes, and engages in 
activities ensuring that: 
1P.1. the vision and mission 
of the school are effectively 
communicated to staff, 
parents, students, and 
community members. 
IPJL the vision and mission 
are communicated through 
the use of symbols, 
ceremonies, stories, and 
similar activities. 
IP .3. the core beliefs of the 
school vision are modeled 
for all stakeholders. 
1P.4. the vision is developed 
with and among stakeholders. 
IP.5. the contributions of 
school community members 
to the realization of the 
vision are recognized and 
celebrated. 
1P.6. progress toward the 
vision anH mission is 
communicated to all 
stakeholders. 
Davenport Comm. School 
principal job criteria 
and descriptors 
PR 10. Maintains effective 
communication with staff-
students, parents, and 
community members. 
PR 10e. Supports and 
implements district, 
building, or department 
level public relations activities. 
PR4e. Elicit staff student, 
parent, and community 
commitment to goals. 
Davenport Comm. School 
principal Critical Work 
Activity (CWA) 
Provides interagency 
communication 
Maintains school-
community relations 
Provides communica­
tion 
Communicates with 
clients 
Writes goals 
Problem solves 
Provides communica­
tion 
Attends staff meetings 
PR 8b. Communicates 
expectations. 
PR 9a. Promotes understanding 
and acceptance of the district's 
mission, vision, and programs. 
PR 4. Establishes and implements 
district, building, and/or program 
goals. 
PR 4a. Utilizes shared decision­
making process. 
PR 10. Maintains effective 
communication with staff 
students, parents, and 
community members. 
Table 18. Continued 
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Interstate Leaders 
Licensure Consortium 
Standards (ISLLC) 
Davenport Comm. School 
principal job criteria 
and descriptors 
Davenport Comm. School 
principal Critical Work 
Activity (CWA) 
PR 10. Maintains effective 
communication with staff, 
students, parents, and 
community members. 
1P.7. the school community 
is involved in school 
improvement efforts. 
IP.8. the vision shapes the 
educational programs. 
plans, and actions 
1P.9. an implementation 
plan is developed in which 
objectives and strategies 
to achieve the vision and 
goals are clearly articulated. 
IP. 10. assessment data 
related to student learning 
are used to develop the 
school vision and goals. 
PR 9b. Promotes integration 
of building goals and programs 
with the district's CSIP. 
PR 4c. Develops strategies to 
accomplish goals. 
PR 8a. Identifies tasks to be 
delegated. 
PR 8d. Evaluates progress toward 
task completion. 
PR 4b. Uses evaluative data in 
making decisions. 
PR 5a. Gathers, analyzes, 
reports progress, and accurately 
interprets data 
JSR 4a. Reviews cumulative 
grade data. 
JSR 4b. Monitors individual 
student achievement levels. 
JSR 4c. Monitors the administra­
tion of the testing program. 
Attends team meetings 
Attends site council 
meetings 
Maintains school-
community relations 
Provides communica­
tion with clients 
Provides interagency 
communication 
Conducts staff 
interaction 
Provides communica­
tion 
Communicates with 
clients 
Plans 
Provides evaluation 
Checks others' work 
Works with assessment 
data 
Works with student 
assessment data 
Works with Student 
Information Svstem 
(SIS) 
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Davenport Comm. School 
principal job criteria 
and descriptors 
Davenport Comm. School 
principal Critical Work 
Activity (CWA) 
JSR 5. Utilizes effective 
practices to promote 
desirable student conduct. 
PR 3d. Seeks additional 
funding sources to support 
the district mission. 
PR 7b. Provides resources to 
assist in performance 
improvement. 
JSR 3b. Assists in obtaining 
resources for student achievement. 
JSR If. Assists with grant 
writing. 
PR 3a. Utilizes shared decision 
making to make budget decisions 
which, maximize the use of 
district resources. 
PR 7b. Provides resources to 
assist in performance improvement. 
Develops proposals and 
participates in grant 
writing 
Manages financial 
operations 
Manages financial 
operations 
Table 18. Continued 
Interstate Leaders 
Licensure Consortium 
Standards (ISLLC) 
1P.11. relevant demographic 
Hara pertaining to students 
and their families are used 
in developing the school 
mission and goals. 
IP. 12. barriers to achieving 
the vision are identified, 
clarified, addressed to 
promote desirable student 
conduct. 
IP.13. needed resources are 
sought and obtained to 
support the implementation 
of the school mission and 
goals. 
1P.14. existing resources 
are used in support of the 
school vision and goals. 
I P. 15. the vision, mission, 
and implementation plans 
are regularly monitored, 
evaluated, and revised. 
15 domains 
28 total domains are in 
Standard 1 
11 domains were used 
19 total domains were used 
in Standard 1 
9 domains wore time 
logged 
17 total domains were 
time logged in 
Standard 1 
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Table 18. Continued 
Interstate Leaders 
Licensure Consortium. 
Standards (ISLLC) 
Davenport Comm. School 
principal job criteria 
and descriptors 
Davenport Comm. School 
principal Critical Work 
Activity (CWA) 
Standard 2. A school administrator is an educational leader who promotes the success 
of all students by advocating, nurturing, and sustaining a school culture 
and instructional program conducive to student learning and staff 
professional growth. 
Knowledge 
The administrator has knowledge 
and understanding of: 
2K.1. student growth, and 
development. 
2EC2. applied learning 
theories. 
2K.3. applied motivational 
theories. 
2K.4. curriculum design. 
implementation, evaluation. 
and refinement. 
PR 13a. Volunteers and supports 
curriculum development. 
PR 13b. Serves on district-wide 
committee. 
2K.5. principles of 
effective instruction. 
JSR I. Provides leadership in 
curriculum development, 
implementation, and evaluation. 
JSR lb. Works toward articula­
tion of curriculum goals and 
objectives. 
PR 2a. Evaluates performance 
and supervises in accordance 
with employee group contracts. 
JSR 2. Supervises and evaluates 
for improvement of instruction. 
JSR 2a. Analyzes lesson plans. 
JSR 9. Selects and supervises 
staff. 
JSR 9b. Recruits, interviews, 
and selects teachers and staff. 
Demonstrates effective 
leadership 
Participates in com­
mittee work 
(building/district) 
Demonstrates effective 
leadership 
Manages personnel 
Supervises others 
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Table 18. Continued 
Interstate Leaders 
Licensure Consortium 
Standards (ISLLC) 
Davenport Comm. School 
principal job criteria 
and descriptors 
Davenport Comm. School 
principal Critical Work 
Activity (CWA) 
2K.6. measurement, 
evaluation, and 
assessment strategies. 
2K.7. diversity and its 
meaning for educational 
programs. 
2K.8. adult learning and 
professional development 
models. 
2K.9. the change process 
for systems, organizations, 
and individuals. 
2K.10. the role of 
technology in promoting 
student learning and 
professional growth. 
2K.11. school cultures. 
PR 2. Demonstrates responsi­
bility for selection, orienta­
tion, transfer, evaluation, 
retention, "professional 
support," or dismissal of 
district employees. 
JSR 4. Evaluates student 
progress needs. 
JSR 4a. Reviews cumulative 
grade data. 
JSR 4b. Monitors individual 
student achievement levels. 
PR I Id. Acknowledges the 
rights of others to hold 
differing views and values. 
JSR le. Plans staff development. 
Works with assessment 
data 
Works with student 
assessment data 
Plans for/participates in 
staff development 
JSR 3c. Helps to solve electronic/ 
technological issues. 
PR 10b. Provides a climate for 
open and effective two-way 
communication. 
11 domains 7 domains were used 4 domains were tune 
logged 
Dispositions 
The adndmstrator believes in, 
values, and is committed to: 
2D.1. Student learning as the 
fundamental purpose of schooling. 
126 
Table 18. Continued 
Interstate Leaders 
Licensure Consortium 
Standards (ISLLC) 
Davenport Comm. School 
principal job criteria 
and descriptors 
Davenport Comm. School 
principal Critical Work 
Activity (CWA) 
2D .2. the proposition that 
all students can learn. 
2D.3. the variety of ways 
in which students can 
learn. 
2D.4. lifelong learning 
for self and others. 
2D.5. professional 
development as an 
integral part of school 
improvement. 
JSR 10c. Implements solution 
focus for special education. 
JSR lOd. Reviews EEPs. 
JSR 10e. Assists with integrating 
students. 
PR 7b. Provides resources to 
assist in performance improvement. 
JSR 3b. Assists in obtaining 
resources for student achievement 
JSR 10. Implements and monitors 
building special education program. 
PR 2d. Develops, implements, and 
participates in an orientation 
program for new staff members. 
PR 7. Supervises or conducts 
performance improvements for 
personnel for whom the 
administrator has supervisory 
responsibility. 
JSR 2e. Assists staff in writing 
professional growth plans. 
JSR 12a. Participates as a member 
of associations that enhance 
professional/personal growth. 
PR 7e. Provides staff development 
activities rising shared decision 
making designed to assist staff 
in accomplishing district school, 
department, or individual 
objectives. 
PR 7f. Assesses effectiveness 
of staff development activities 
and modifies plans based on 
feedback. 
JSR2e. Assists staff in writing 
professional growth plans. 
Works on student inter­
vention plans 
Develops proposals and 
participates in grant 
writing 
Manages personnel 
Provides supervision 
of others 
Plans for/participates 
in staff development 
127 
Table 18. Continued 
Interstate Leaders 
Licensure Consortium 
Standards (ISLLC) 
Davenport Comm. School 
principal job criteria 
and descriptors 
Davenport Comm. School 
principal Critical Work 
Activity (CWA) 
2D.6. the benefits that 
diversity brings to the 
school community. 
2D.7. a safe and supportive 
learning environment 
2D.8. preparing students 
to be contributing members 
of society. 
8 domains 
Performance 
The administrator facilitates, 
processes, and engages in 
activities ensuring that: 
2P.1. all individuals are 
treated with fairness. 
dignity, and respect. 
2P_2. professional 
development promotes 
a focus on student 
learning consistent with 
the school vision and goals. 
PR I Id. Acknowledges the 
rights of others to hold 
differing views and values. 
PR 8c. Provides necessary support. 
JSR 3d. Participates in crisis 
management. 
JSR 5. Utilizes effective practices 
to promote desirable student 
conduct. 
JSR 6. Supervises student 
activities. 
JSR 6c. Oversees student conduct 
during lunch, recess, etc. 
6 domains were used 
PR 1 Ic. Demonstrates fairness 
and consistency in dealing with 
staff, students, and school 
community. 
PR 1 Id. Acknowledges the right 
of others to hold differing views 
and values. 
JSR le. Plans staff development. 
Provides crisis interven­
tion 
Provides student super­
vision 
Provides student 
discipline 
Supervises extra­
curricular events 
5 domains were time 
logged 
Plans for/participates in 
staff development 
128 
Table 18. Continued 
Interstate Leaders 
Licensure Consortium 
Standards (ISLLC) 
Davenport Comm. School 
principal job criteria 
and descriptors 
Davenport Comm. School 
principal Critical Work 
Activity (CWA) 
2P.3. students and staff 
feel valued and important. 
2P.4. the responsibilities 
and contributions of each 
individual are acknowledged. 
2P.5. barriers to student 
learning are identified, 
clarified, and addressed. 
2P.6. diversity is 
considered in developing 
learning experiences. 
2P.7. lifelong learning is 
encouraged and modeled. 
2P.8. there is a culture of 
high expectations for 
self, student, and staff 
performance. 
2P.9. technologies are 
used in teaching and 
learning. 
2P.10. student and staff 
accomplishments are 
recognized and celebrated. 
JSR 6a. Promotes recognition 
of students' participation and 
achievements (academic, arts, 
activities). 
PR 7<L Recognizes achievement 
regularly. 
JSR 3e. Creates student 
intervention plans. 
JSR 10b. Assists with the EEP 
program evaluation. 
PR I Id. Acknowledges the 
rights of others to hold differing 
views and values. 
PR 7. Supervises or conducts 
performance improvements for 
personnel for whom the 
administrator has supervisory 
responsibility. 
JSR 4b. Monitors individual 
student achievement levels. 
JSR 8b. Communicates 
expectations. 
JSR 10. Implements and monitors 
Attends award auds 
Works on solution focus 
Works on student inter-
" vention plans 
Provides evaluation 
Works with exceptional 
education 
Plans for/participates in 
staff development 
Manages personnel 
Provides supervision of 
others 
Manages personnel 
Provides supervision of 
others 
Works with student 
assessment data 
Works with student 
building special education program, assessment data 
PR 7<L Recognizes achievement 
regularly. 
JSR 6a. Promotes recognition of 
students* participation and 
achievement (academic, arts, 
activities, and athletic). 
Attends award auds 
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Table 18. Continued 
Interstate Leaders 
Licensure Consortium 
Standards (ISLLC) 
Davenport Comm. School 
principal job criteria 
and descriptors 
Davenport Comm. School 
principal Critical Work 
Activity (CWA) 
2P. 11. multiple opportunities 
to learn are available to all 
students. 
2P.I2. the school is 
organized and aligned 
for success. 
2P.13. auricular, co-
cumcular, and extra­
curricular programs are 
designed, implemented, 
evaluated, and refined. 
2P.I4. curriculum decisions 
are based on research, 
expertise of teachers, and 
the recommendations of 
learned societies. 
JSR 3. Creates optimum condi­
tions for teaching and learning. 
JSR 6d. Assists with student 
intervention plans. 
JSR 10. Implements and monitors 
building special education program. 
JSR 1. Provides leadership in 
curriculum development, 
implementation, and evaluation. 
PR 4b. uses evaluative data in 
making decisions. 
PR 4c. Supports recommenda­
tions with documentation. 
Works on solution focus 
Works on student inter­
vention plans 
Plans 
PR 6a. Assists in interpreting 
and utilizing assessment data. 
PR 6b. Uses evaluative data in 
making decisions. 
PR 6<± Designs strategies for 
program improvement. 
PR 13b. Serves on district-wide 
committee. 
JSR la. Observes classrooms to 
gather data about curriculum. 
PR 4b. Uses evaluative data in 
making decisions. 
Works with student 
assessment data 
Supervises Title I 
Provides evaluation 
Participates in 
committee work 
(building/district) 
Checks others' work 
Works with assessment 
data 
Provides evaluation 
JSR la. Observes classrooms 
to gather data about curriculum. 
JSR lb. Works toward 
articulation of curriculum goals 
and objectives. 
JSR 1c. Organizes curriculum 
evaluation process. 
JSR Id. Makes appropriate curriculum 
recommendations and/or decisions. 
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Table 18. Continued 
Interstate Leaders 
Licensure Consortium 
Standards (ISLLC) 
Davenport Comm. School 
principal job criteria 
and descriptors 
Davenport Comm. School 
principal Critical Work 
Activity (CWA) 
2P.15. the school culture 
and climate are assessed 
on a regular basis. 
2P.16. a variety of sources 
of information is used to 
make decisions. 
2P.17. student learning is 
assessed using a variety of 
techniques. 
2P.I8. multiple sources 
of information regarding 
performance are used by 
staff and students. 
2P.19. a variety of 
supervisory and evaluation 
models is employed. 
JSR 4d. Reviews student 
learning and its relationship 
with appropriate levels of 
curriculum instruction. 
JSR 4e. Seeks relevant student 
feedback. 
JSR 2. Supervises and evaluates 
for improvement of instruction. 
JSR 4a. Reviews cumulative 
grade data. 
JSR 10a. Participates, as 
appropriate, in diagnostic 
evaluation meetings to develop 
a program for individual student 
needs (IEPs) 
JSR 4. Evaluates student 
progress/needs. 
Conducts student 
interaction 
Manages personnel 
Provides supervision of 
others 
Works with assessment 
data 
Conducts student 
interactions 
Works with student 
assessment data 
Works on student 
intervention plans 
Works on solution focus 
Works with exceptional 
education 
Works with student 
assessment data 
JSR 4e. Seeks relevant student 
feedback. 
PR 2. Demonstrates responsibility Manages personnel 
for selection, orientation, transfer, Supervises others 
evaluation, retention, "professional Provides evaluation of 
support," or dismissal of district staff 
employees. Checks others' work 
PR 7. Supervises or conducts 
performance improvements for 
personnel for whom the administrator 
has supervisory responsibility. 
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Table 18. Continued 
Interstate Leaders 
Licensure Consortium 
Standards (ISLLC) 
Davenport Comm. School 
principal job criteria 
and descriptors 
Davenport Comm. School 
principal Critical Work 
Activity (CWA) 
IP .20. pupil personnel 
programs are developed 
to meet the needs of 
students and their 
families. 
20 domains 
39 total domains are in 
Standard 2 
JSR 2a. Analyzes lesson plans. 
JSR 2b. Observes teaching behaviors 
in the classroom. 
JSR 2d. Evaluates staff performance. 
JSR 2e. Assists staff in writing 
professional growth plans. 
JSR 3. Creates optimum conditions 
for teaching and learning. 
JSR 3e. Creates student inter­
vention plans. 
JSR 4<L Reviews student learning 
and its relationship with 
appropriate levels of curriculum 
instruction. 
JSR 6cL Assists with student 
intervention plans. 
JSR 10. Implements and monitors 
building special education program. 
18 domains were used 
31 total domains were used 
in Standard 2 
Works on student 
intervention plans 
Works on solution 
focus 
Works with excep­
tional education 
15 domains were time 
logged 
24 total domains were 
time logged in 
Standard 2 
Standard 3. A school administrator is an educational leader who promotes the success 
of all students by ensuring management of the organization, operations, 
and resources for a safe, efficient, and effective learning environment. 
Knowledge 
The administrator has knowledge 
and understanding of: 
3K.1. theories and models 
of organizations and the 
principles of organizational 
development. 
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Table 18. Continued 
Interstate Leaders 
Licensure Consortium 
Standards (ISLLC) 
Davenport Comm. School 
principal job criteria 
and descriptors 
Davenport Comm. School 
principal Critical Work 
Activity (CWA) 
3BL2. operational procedures at 
the school and district leveL 
3K.3. principles and issues 
relating to school safety 
and security. 
3K.4. human resources 
management and 
development. 
3K.5. principles and issues 
relating to fiscal operations 
of school management. 
3K.6. principles and issues 
relating to school 
facilities and use of space. 
3K.7. legal issues impacting 
school operations. 
3K.8. current technologies 
that support management 
functions. 
8 domains 
JSR 9. Selects and supervises 
staff. 
JSR 9a. Plans for short- and 
long-term staffing needs. 
JSR 9b. Recruits, interviews, 
and selects teachers and staff. 
PR 3. Develops and administers 
budget in area of responsibility. 
PR 3b. Manages line item budget. 
JSR 8c. Monitors revenue and 
expenditures. 
JSR 7. Maintains physical 
facilities. 
JSR 7c. Adheres to district policy 
regarding safety, maintenance, 
and repair. 
PR la. Consistently follows 
district policy, procedures, and 
state and federal regulations. 
4 domains were used 
Plans 
Provides student 
teacher interactions 
Manages financial 
operations 
Participates in legal 
related actions 
3 domains were time 
logged 
Dispositions 
The administrator believes in. 
values, and is committed to: 
3D. I. making management 
decisions to enhance learning 
and teaching. 
JSR 3. Creates optimum 
conditions for teaching 
and learning. 
Demonstrates effective 
leadership 
Works on student 
intervention plans 
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Table 18. Continued 
Interstate Leaders 
Licensure Consortium. 
Standards (ISLLC) 
Davenport Comm. School 
principal job criteria 
and descriptors 
Davenport Comm. School 
principal Critical Work 
Activity (CWA) 
3DJ2. taking risks to improve 
schools. 
3D.3. trusting people and 
their judgments. 
3D.4. accepting 
responsibility. 
3D.5. high-quality 
standards, expectations, 
and performances. 
3D.6. involving stake­
holders in management 
processes. 
3D.7. a safe environment. 
PR 1 Ie. Uses discretion in 
handling situations that 
require confidentiality. 
PR 8. Delegates authority and 
responsibility when appropriate. 
JSR 2. Supervises and evaluates 
for improvement of instruction. 
PR 8. Delegates authority and 
responsibility when appropriate. 
JSR 3e. Creates student 
intervention plans. 
7 domains 6 domains were used 
Provides family 
counseling 
Manages personnel 
Provides supervision of 
others 
Plans 
Provides student 
supervision 
Provides student 
discipline 
Provides general 
supervision 
Supervises detention 
5 domains were time 
logged 
Performance 
The administrator facilitates, 
processes, and engages in 
activities ensuring that: 
3P.1. knowledge of learning, 
reaching, and student 
development is used to 
inform management 
decisions. 
PR 2. Demonstrates 
responsibility for selection, 
orientation, transfer, 
evaluation, retention, 
"professional support," or 
dismissals of district 
employees. 
JSR 2c. Coaches and counsels 
staff. 
Manages personnel 
Supervises staff 
Provides evaluation 
of staff 
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Table 18. Continued 
Interstate Leaders 
Licensure Consortium 
Standards (ISLLC) 
Davenport Comm. School 
principal job criteria 
and descriptors 
Davenport Comm. School 
principal Critical Work 
Activity (CWA) 
3P.2. operational procedures 
are designed and managed 
to mavimiye opportunities 
for successful learning. 
3P.3. emerging trends are 
recognized, studied, and 
applied as appropriate. 
3P.4. operational plans and 
procedures to achieve the 
vision and goals of the 
school are in place. 
3P.5. collective bargaining 
and other contractual 
agreements related to the 
school are effectively 
managed. 
3P.6. the school plant, 
equipment, and support 
systems operate safely, 
efficientlv. and effectively 
3P.7. time is managed to 
ma-yfmiyp attainment of 
organizational goals. 
3P.8. potential problems 
and opportunities are 
identified. 
JSR 7. Maintains physical 
facilities. 
JSR 8. Administers the financial 
program. 
PR 4. Establishes and implements 
district, building, and/or program 
goals. 
PR 7. Supervises or conducts Supervises others 
performance improvements for Manages personnel 
personnel for whom the administrator 
has supervisory responsibility. 
JSR 2. Supervises and evaluates 
for improvement of instruction. 
JSR 7. Maintains physical facilities. 
JSR 7a. Recommends and monitors 
a program of maintenance, repair. 
and improvement. 
JSR 7b. Inspects plant facilities to 
check conditions. 
JSR 7c. Adheres to district policy 
regarding safety, maintenance, and 
repair. 
PR 2c. Maintains and submits 
accurate and appropriate records 
and reports on a timely basis. 
PR 5. Maintains and submits 
data, records, and reports that 
are accurate and on time. 
PR 10c. Responds in a timely 
manner to stakeholders" concerns. 
Manages school 
building 
Plans 
Works with student 
assessment data 
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Table 18. Continued 
Interstate Leaders 
Licensure Consortium 
Standards (ISLLC) 
Davenport Comm. School 
principal job criteria 
and descriptors 
Davenport Comm. School 
principal Critical Work 
Activity (CWA) 
3P-9. problems are confronted 
and resolved in a timely 
manner. 
3P.10. financial, human, 
and material resources are 
aligned to the goals of 
schools. 
3P.11. the school acts 
entrepreneurially to support 
continuous improvement. 
3P.12. organizational 
systems are regularly 
monitored and modified 
as needed. 
3P.I3. stakeholders are 
involved in decisions 
affecting schools. 
3P.14. responsibility is 
shared to maximize 
ownership and 
accountability. 
3P.I5. effective problem-
framing and problem-
solving skills are used. 
3P.16. effective conflict 
resolution skills are used. 
3P.17. effective group-
process and consensus-
building skills are used. 
JSR 8. Administers the 
financial program. 
JSR 8b. Coordinates budget 
development. 
JSR 8c. Monitors revenue and 
expenditures. 
JSR 8a. Advocates for funding. 
PR 7b. Provides resources to 
assist in performance improvement. 
PR Id. Utilizes shared decision 
making in budget process. 
PR I la. Is receptive to the 
exchange of ideas: listens to 
all sides of issues. 
PR I If Promotes an environment 
to encourage cooperation among 
staff 
Problem solves 
Manages financial 
operations 
Develops proposals 
and participates in 
grant writing 
Manages financial 
operations 
Provides evaluation 
Provides collaborative 
decision making 
Problem solves 
Provides collaborative 
decision making 
Problem solves 
Provides collaborative 
decisionmaking 
Provides collaborative 
decision making 
Provides communica­
tion 
Provides collaboration 
136 
Table 18. Continued 
Interstate Leaders 
Licensure Consortium 
Standards (ISLLC) 
Davenport Comm. School 
principal job criteria 
and descriptors 
Davenport Comm. School 
principal Critical Work 
Activity (CWA) 
3P.18. effective communica­
tion skills are used. 
3P.19. a safe, clean, and 
aesthetically pleasing 
school environment is 
created and maintained. 
3P-20. human resource 
functions support the 
attainment of school 
goals. 
3P21. confidentiality and 
privacy of school records 
are maintained. 
PR 10. Maintains effective 
communication with staff, 
students, parents, and community 
members. 
PR 10c. Responds in a timely 
manner to stakeholders' concerns. 
JSR 5b. Effectively communicates 
school policies and regulations 
which, govern student conduct. 
JSR 5. Utilizes effective practices 
to promote desirable student 
conduct. 
JSR 5c. Consistently enforces 
consequences for student 
infractions of school policies 
and regulation. 
PR 7a. Assists employees to 
develop targets for growth. 
PR I le. Uses discretion in 
hanrflfng situations that require 
confidentialitv. 
Provides interagency 
communication 
Provides communica­
tion 
Conducts student 
conferences/ 
counseling 
Manages school 
building 
21 domains 
36 total domains are 
in Standard 3 
15 domains were used 
25 total domains were used 
in Standard 3 
14 domains were time 
logged 
22 total domains were 
time logged in 
Standard 3 
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Table 18. Continued 
Interstate Leaders 
Licensure Consortium 
Standards (ISLLC) 
Davenport Comm. School 
principal job criteria 
and descriptors 
Davenport Comm. School 
principal Critical Work 
Activity (CWA) 
Standard 4. A school administrator is an educational leader who promotes the success 
of all students by collaborating with families and community members, 
responding to diverse community interests and needs* and mobilizing 
community resources. 
Knowledge 
The administrator has knowledge 
and understanding of: 
4K.L emerging issues and 
trends that potentially impact 
the school community. 
4EL2. the conditions and 
dynamics of the diverse 
school community. 
4K-3- community 
resources. 
4K.4. community relations 
and marketing strategies 
and processes. 
4K.5. successful models 
of school, family, business, 
community, government, 
and higher educational 
partnerships. 
5 domains 
PR 11<L Acknowledges the 
rights of others to hold differing 
views and values. 
PR lOe. Supports and implements 
district, building, or department 
level public relations activities. 
Provides intra-agencv 
communication 
Maintains school-
community relations 
2 domains were used 1 domain was time 
logged 
Dispositions 
The administrator believes m. 
values, and is committed to: 
4D.L schools operating as 
an integral part of the larger 
community. 
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Table 18. Continued. 
Interstate Leaders 
Licensure Consortium 
Standards (ISLLC) 
Davenport Comm. School 
principal job criteria 
and descriptors 
Davenport Comm. School 
principal Critical Work 
Activity (CWA) 
4D-2. collaboration and 
communication with families. 
4D3. involvement of 
families and other stake­
holders in school 
decision making processes. 
4D.4. the proposition that 
diversity enriches the 
school. 
4D.5. families as partners 
in the education of their 
children. 
4D.6. the proposition that 
families have the best 
interests of their 
children in mind. 
4D.7. resources of the 
family and community 
needing to be brought to 
bear on the education of 
students. 
4D.8. an informed public. 
8 domains 
PR 10. Maintains effective 
communication with, staff, 
students, parents, and 
community members. 
PR 10b. Provides a climate for 
open and effective two-way 
communication. 
PR lid. Acknowledges the 
rights of others to hold 
differing views and values. 
Provides communica­
tion 
Communicates with 
clients 
Provides collaborative 
decision making 
Attends PTA meeting/ 
Dad's Club 
PR 3d. Seeks additional 
funding sources to support 
the district mission. 
PR 6c. Reports progress and 
evaluative findings. 
PR 9. Promotes the programs of 
the district with staff, students, 
parents, and community members. 
JSR 6b. Organizes and publishes 
student activities calendar. 
4 domains were used 
Provides communica­
tion 
Communicates with, 
clients 
4 domains were time 
logged 
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Table 18. Continued 
Interstate Leaders Davenport Coram. School Davenport Comm. School 
Licensure Consortium principal job criteria principal Critical Work 
Standards (ISLLC) and descriptors Activity (CWA) 
Performance 
The administrator facilitates, 
processes, and engages in 
activities ensuring that: 
4P.1. high visibility, active 
involvement, and communi­
cations with the larger 
community is a priority. 
4P.2. relationships with 
community leaders are 
identified and nurtured. 
4P J. information about 
family and community 
concerns, expectations, 
and needs is used 
regularly. 
4P.4. there is outreach 
to different business, 
religious, political, 
and service agencies 
and organizations. 
4P.5. credence is given 
to individuals and groups 
whose values and 
opinions may conflict. 
4P.6. the school and 
community serve one 
another as resources. 
4P.7. available 
community resources 
are secured to help the 
school solve problems 
and achieve goals. 
PR 12d. Participates in community 
activities. 
PR 12d. Participates in community 
activities. 
JSR 8 a. Advocates for 
funding. 
Maintains school-
community relations 
Provides interagency 
communication 
Maintains school-
community relations 
Provides interagency 
communication 
PR 12d. Participates in community 
activities. 
PR 10b. Provides a climate for 
open and effective two-way 
communication. 
Maintains school-
community relations 
Provides interagency 
communication 
Provides 
communication 
Communicates with 
clients 
Maintains school-
community relations 
Provides interagency 
communication 
Manages financial 
operations 
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Table 18. Continued 
Interstate Leaders 
Licensure Consortium 
Standards (ISLLC) 
Davenport Comm. School 
principal job criteria 
and descriptors 
Davenport Comm. School 
principal Critical Work 
Activity (CWA) 
4P.8. partnerships are 
established with area 
businesses, institutions of 
higher education, and 
community groups to 
strengthen programs and 
support school goals. 
4P.9. community youth 
family services are 
integrated with school 
programs. 
4P.I0. community 
stakeholders are treated 
equitably. 
4P.II. diversity is 
recognized and valued. 
4P. 12. effective media 
relations are developed 
anH mainrafnM 
4P. 13. a comprehensive 
program of community 
relations is established. 
JSR 8a. Advocates for funding. Manages financial 
operations 
4P. 14. public resources 
and funds are used 
appropriately and wisely. 
4P. 15- community 
collaboration is modeled 
for staff 
PR 1 Id. Acknowledges the 
rights of others to hold 
differing views and values. 
PR 10. Maintains effective 
communication with staff, 
students, parents, and 
community members. 
PR4b. Maintains system for 
receiving appropriate inpuL 
JSR 8. Administers the 
financial program. 
Provides interagency 
communication 
Provides communica­
tion 
Communicates with 
clients 
Makes/receives 
telephone calls 
Uses E-mail 
Communicates with 
clients 
Conducts parent 
conferences 
Manages financial 
operations 
Provides collabora­
tion 
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Table 18. Continued 
Interstate Leaders 
Licensure Consortium 
Standards (ISLLC) 
Davenport Comm. School 
principal job criteria 
and descriptors 
Davenport Comm. School 
principal Critical Work 
Activity (CWA) 
4P. 16. opportunities for 
staff to develop collaborative 
skills are provided. 
16 domains 
29 total domains are 
in Standard 4 
10 domains were used 
16 total domains were 
used in Standard 4 
Provides collaboration 
13 domains were time 
logged 
18 total domains were 
time logged in 
Standard 4 
Standard 5. A school administrator is an educational leader who promotes the success 
of all students by acting with integrity, fairness» and in an ethical manner. 
Knowledge 
The administrator has knowledge 
and understanding of: 
5K-1. the purpose of 
education and the role 
of leadership in modern 
society. 
5K-2. various ethical 
frameworks and 
perspectives on ethics. 
5K-3. the values of the 
diverse school communitv. 
PR 1 Id. Acknowledges the rights 
of others to hold differing views 
and values. 
PR 1 Id. Acknowledges the rights 
of others to hold differing views 
and values. 
5K.4. professional codes 
of ethics. 
5K-5. the philosophy and 
history of education. 
5 domains 2 domains were used 0 domain was time 
logged 
Table 18. Continued 
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Interstate Leaders 
Licensure Consortium 
Standards (ISLLC) 
Davenport Comm. School 
principal job criteria 
and descriptors 
Davenport Comm. School 
principal Critical Work 
Activity (CWA) 
Dispositions 
The administrator believes in, 
values, and is committed to: 
5D.1. the ideal of the common 
good. 
5D.2. the principles in the 
Bill of Rights. 
5DJ. the right of every 
student to a free, quality 
education. 
5D.4. bringing ethical 
principles to the decision 
making process. 
5D.5. subordinating one's 
own interest to the good of 
the school community. 
5D.6. accepting the 
consequences for upholding 
one's principles and actions. 
5D.7. using the influence of 
one's office constructively 
and productively in the 
service of all students and 
their families. 
5D.8. development of a 
caring school community. 
JSR 3. Creates optimum condi­
tions for teaching and learning. 
JSR 10a. Participates, as 
appropriate, in diagnostic 
evaluation meetings to develop 
a program for individual student 
needs (IEPs). 
JSR 10c. Implements solution 
focus for special education 
JSR 10d. Reviews IEPs 
JSR 5. Utilizes effective 
practices to promote desirable 
student conduct. 
Works on student 
intervention plans 
Works on solution 
focus 
Demonstrates effective 
leadership 
Conducts student 
interactions 
Supervises students 
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Table 18. Continued 
Interstate Leaders 
Licensure Consortium. 
Standards (ISLLC) 
Davenport Comm. School 
principal job criteria 
and descriptors 
Davenport Comm. School 
principal Critical Work 
Activity (CWA) 
8 domains 
JSR 5c. Consistently enforces 
consequences for student 
infractions of school policies. 
2 domains were used 
Conducts student con­
ference/counseling 
3 domains were time 
logged 
Performance 
The administrator: 
5P.1. examines personal and 
professional values. 
5P2. demonstrates a 
personal and professional 
code of ethics. 
5P.3- demonstrates values, 
beliefs, and attitudes that 
inspire others to higher 
levels of performance. 
5P.4. serves as a role model. 
5P.5. accepts responsibility 
for school operations. 
5P.6. considers the impact 
of one's administrative 
practices on others. 
5P.7. USES the mfhranr»» of 
one's administrative 
practices on others. 
PR 12. Develops and follows a 
plan of self-improvement 
which promotes both personal 
and organizational goals. 
PR I3e. Honors commitments 
consistently. 
PR 7. Supervises or conducts 
performance improvements for 
personnel for whom the 
administrator has supervisory 
responsibility. 
PR 1 lb. Interacts and relates 
effectively with others. 
JSR 1. Provides leadership in 
curriculum development, 
implementation, and evaluation. 
PR lib. Interacts and relates 
effectively with others. 
PR 3. Develops and administers 
budget in area of responsibility. 
Participates in com­
mittee work (building/ 
district) 
Demonstrates effective 
leadership 
Provides supervision 
of others 
Provides communica­
tion 
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Table 18. Continued 
Interstate Leaders 
Licensure Consortium 
Standards (ISLLC) 
Davenport Comm. School 
principal job criteria 
and descriptors 
Davenport Comm. School 
principal Critical Work 
Activity (CWA) 
5P.8. treats people fairly, 
equitably, and with dignity 
and respect 
5P.9. protects the rights 
and confidentiality of 
students and staff 
5P.10. demonstrates 
appreciation for and 
sensitivity to the diversity 
in the school community. 
5P.11. recognizes and 
respects the legitimate 
authority of others. 
5P.12. examines and 
considers the prevailing 
values of the diverse 
school community. 
5P.13. expects that others 
in the school community 
will demonstrate integrity 
and exercise ethical 
behavior. 
5P.14. opens the school to 
public scrutiny. 
PR Ic. Monitors staff compliance 
and takes appropriate action 
when necessary. 
PR 2b. Follows all district policies 
and procedures relating to 
personnel practices in accordance 
to group contracts. 
PR I le. Uses discretion in 
handling situations that require 
confidentiality. 
PR 1 Id. Acknowledges the rights 
of others to hold differing views 
and values. 
PR 1 Id. Acknowledges the 
rights of others to hold differing 
views and values. 
PR 4b. Maintains system for 
receiving appropriate input-
PR 10c. Responds in a timely 
manner TO stakeholders' concerns. 
PR lOd. Encourages a free and 
open flow of comments, 
suggestions, and recommendations. 
Provides communica­
tion 
Provides collaboration 
Provides family 
counseling 
Provides communica­
tion 
Attends PTA meetings/ 
Dad's Club 
Makes/receives phone 
calls 
Uses E-mail 
Maintains school-
community relations 
Table 18. Continued 
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Interstate Leaders 
Licensure Consortium 
Standards (ISLLC) 
Davenport Comm. School 
principal job criteria 
and descriptors 
Davenport Comm. School 
principal Critical Work 
Activity (CWA) 
5P.15. fulfills legal and 
contractual obligations. 
5P.I6. applies laws and 
procedures fairly, wisely, 
and considerately. 
PR 1. Acts in accordance with 
district policy, job description, 
administrative procedures, 
employee's master contract, 
and state and federal regulations. 
PR la. Consistently follows 
district policy, procedures, and 
state and federal regulations. 
PR lb. Encourages staff 
compliance with district policy, 
procedures, and state and federal 
regulations. 
PR I. Acts in accordance with 
district policy, job description, 
administrative procedures, 
employee's master contract, 
and state and federal regulations. 
Participates in legal 
related actions 
Participates in union 
negotiations 
Participates in legal 
related actions 
Participates in union 
negotiations 
16 domains 
29 total domains are 
in standards 
12 domains were used 
16 total domains were used 
in Standard 5 
8 domains were time 
logged 
11 total domains were 
time logged in 
standards 
Standard 6. A school administrator is an educational leader who promotes the success 
of all students by understanding, responding to, and influencing the larger 
political, social, economic, legal, and cultural context. 
Knowledge 
The administrator has knowledge 
and understanding of. 
6KLI. principles of 
representative governance 
that undergirdthe system 
of American schools. 
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Table 18. Continued 
Interstate Leaders Davenport Coram. School Davenport Comm. School 
Licensure Consortium principal job criteria principal Critical Work 
Standards (ISLLC) and descriptors Activity (CWA) 
6K.2. the role of public 
education in developing 
and renewing a democratic 
society and an economically 
productive nation. 
6K.3. the law as related to 
education and schooling. 
6K.4. the political, social, 
cultural, and economic 
systems and processes 
that impact schools. 
6K.5. models and strategies 
of change and conflict 
resolution as applied to the 
larger political, social. 
cultural, and economic 
contexts of schooling. 
6K.6. global issues and 
forces affecting teaching 
and learning. 
6K-7. the dynamics of 
policy development and 
advocacy under our 
democratic political system. 
6K.8. the importance of 
diversity and equity in a 
democratic society. 
8 domains 1 domain was used 1 domain was time 
logged 
PR 1. Acts in accordance with 
district policy, job description, 
administrative procedures, 
employee's master contract, 
and state and federal regulations. 
Participates in legal 
related actions 
Participates in union 
negotiations 
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Table 18. Continued 
Interstate Leaders 
Licensure Consortium 
Standards (ISLLC) 
Davenport Comm. School 
principal job criteria 
and descriptors 
Davenport Comm. School 
principal Critical Work 
Activity (C WA) 
Dispositions 
The administrator believes in. 
values, and is committed to: 
6D.1. education as a key to 
opportunity and social 
mobility. 
6D.2. recognizing a variety 
of ideas, values, and cultures. 
6D.3. importance of a 
continuing dialogue with 
other decision makers 
affecting education. 
6D.4. actively participating 
in the political and policy­
making context in the 
service of education. 
6D.5. using legal systems 
to protect student rights 
and improve student 
opportunities. 
PR 10<L Encourages a free and 
open flow of comments, 
suggestions, and recommendations. 
PR I la. Is receptive to the exchange 
of ideas: listens to all sides of issues. 
PR 10b. Provides a climate for 
open and effective two-way 
communication. 
PR I la. Is receptive to the 
exchange of ideas: listens to all 
sides of issues. 
PR I. Acts in accordance with 
district policy, job description, 
administrative procedures, 
employee's master contract, 
and state and federal regulations. 
JSR 10. Implements and monitors 
building special education program. 
JSR 10a. Participates, as 
appropriate, in diagnostic 
evaluation meetings to develop 
a program for individual student 
needs (IEPs). 
Provides communica­
tion 
Provides collaboration 
Provides communica­
tion 
Provides collaboration 
Participates in legal 
related actions 
Participates in union 
negotiations 
Works on student 
intervention plans 
Works on solution 
focus 
Works on student 
intervention plans 
Provides special 
education super­
vision 
5 domains 4 domains were used 4 domains were time 
logged 
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Table 18. Continued 
Interstate Leaders 
Licensure Consortium 
Standards (ISLLQ 
Davenport Comm. School 
principal job criteria 
and descriptors 
Davenport Comm. School 
principal Critical Work 
Activity (CWA) 
Performance 
The administrator facilitates, 
processes, and engages in 
activities ensuring that: 
6P.1. the environment in 
which schools operate is 
influenced on behalf of 
students and their families. 
6P.2. communication 
occurs among the school 
community concerning 
trends, issues, and potential 
changes in the environment 
in which schools operate. 
6P3. there is ongoing 
dialogue with representa­
tives of diverse community 
groups. 
6P-4. the school community 
works within the framework 
of policies, laws, and 
regulations enacted by 
local, state, and federal 
authorities. 
JSR 5. Utilizes effective practices 
to promote desirable student 
conduct. 
JSR 5a. Assists teachers and 
parents in setting appropriate 
standards for student conduct. 
JSR 5c. Consistently enforces 
consequences for student. 
PR 9. Promotes the programs 
of the district with staff 
students, parents, and 
community members. 
PR 10. Maintains effective 
communication with staff 
students, parents, and 
community members. 
PR 10c. Responds in a timely 
manner to stakeholders* 
concerns. 
PR 1. Acts in accordance with 
district policy, job description, 
administrative procedures, 
employee's master contract, 
and state and federal 
regulations. 
JSR 7c. Adheres to district 
policy regarding safety, 
maintenance, and repair. 
Conducts student 
interactions 
Provides student super­
vision 
Conducts student con­
ference/counseling 
Provides crisis manage­
ment 
Provides student 
discipline 
Provides communica­
tion 
Attends PTA meetings/ 
Dad's Club 
Provides interagency 
communication 
Participates in legal 
relation actions 
Participates in union 
negotiations 
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Table 18. Continued 
Interstate Leaders 
Licensure Consortium 
Standards (ISLLC) 
Davenport Comm. School 
principal job criteria 
and descriptors 
Davenport Comm. School 
principal Critical Work 
Activity (CWA) 
6P.5. public policy is 
shaped to provide quality 
education for students. 
6P.6. lines of communica­
tion are developed with 
decision makers outside 
the school community. 
PR 9. Promotes the programs of 
the district with staff, students, 
parents, and community 
members. 
PR 10. Maintains effective 
communication with staff, 
students, parents, and community 
members. 
Provides communica­
tion 
Communicates with 
clients 
Provides interagency 
communication 
Attends meetings 
Attends staff meetings 
Attends team meeting 
6 domains 5 domains were used 4 domains were time 
logged 
19 total domains are 
in Standard 6 
10 total domains were used 
in Standard 6 
9 total domains were 
time logged in 
Standard 6 
180 total domains are 
in Standards 1—6 
117 total domains were used 
in Standards 1—6 
101 total domains 
were tune logged in 
Standards 1-6 
65 percent of the domains 
were used in Standards 1-6 
56 percent of the 
domains were time 
logged in 
Standards 1-6 
150 
to at least one of the 180 domains of the ISLLC Standards. Of thelSO ISLLC domains, 117 
matched at least one of the 124 Davenport School District's job criteria and descriptors, 
which amounted to 65 percent of the domains that matched. 
The third column of Table 18 shows the principal time logging activities as they related 
to the ISLLC domains. The principals' time logging matched 101 domains out of 180 with 
several of these activities matching more than one domain. Forty-four percent of the domains 
had no time spent on them during a typical school day or outside of the school day. Table 16 
listed the principal time logging activities. Of these 62 activities, each one matched at least 
one ISLLC domain except security-parents, nursing, cover classrooms, lunch, travel, put out 
fires, and personal (individual). These seven activities did not match any of the Davenport 
School's job criteria and descriptors as well. 
The domains of Standard 2 have the highest matches to the Davenport principals' job 
criteria and descriptors. There were 31 ISLLC domains from Standard 2, or 79 percent, that 
had matches to the Davenport School District's principal expectations. Standard 2 states, "A 
school administrator is an educational leader who promotes the success of all students by 
advocating, nurturing, and sustaining a school culture and instructional program conducive to 
student learning and staff professional growth" (Interstate School Leaders Licensure 
Consortium, 1996). 
When the "exemplary" principal focus group met in February 2002, they each were 
provided a copy of the Davenport School District's matrix, which is Table 18 in this study. 
By analyzing this table, they were able to match Davenport's job criteria and descriptors and 
principal time logging with the ISLLC Standards and the 180 domains, as is the purpose of 
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this research question. One of the expectations of the focus group was to gather information 
about their own principal-ship as it relates to the ISLLC Standards. 
During the "exemplary" principal focus group, it was found that some principals felt 
That their university administration program had given them the least amount of training on 
Standard 2, particularly the aspect of professional development. One of the components of 
this standard is to not only strive to grow professionally as a principal, but it is also the 
principal's responsibility to assist the staff in professional development La order for students 
to learn, educators need to be kept abreast of best practices. Standard 2 was thought to be the 
most challenging to several of the "exemplary" principals because of the focus and demands 
of student assessment, curriculum development, evaluation, and supervision. One principal 
believed that the demands of the state and perhaps not a clear vision as to the principal's role 
in being an instructional leader made this standard very challenging. 
The domains of Standard 3 had the second highest matches to the Davenport principals' 
job criteria and descriptors. There were 25 ISLLC domains, or 69 percent, that harf matches 
to the Davenport School District's principal expectations. Research Questions 1 and 2 of this 
study showed that the Davenport principals spent the majority of their time during the typical 
school day and outside of the typical school day on time logging activities that matched 
ISLLC Standard 3. 
Standard 3 states, "A school administrator is an educational leader who promotes the 
success of all students by ensuring management of the organization, operations, and. 
resources for a safe, efficient, and effective learning environment" (Interstate School Leaders 
Licensure Consortium, 1996). The Davenport principals' time was focused mostly on. 
paperwork, supervision of students, planning, managing personnel, demonstrating effective 
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leadership, making and receiving telephone calls» and maintaining school-community 
relations (Tables 14 and 15). 
One of the questions posed to the "exemplary" principal focus group was, "During your 
principalship. which standard do you feel you spend the most time on during a day/week/ 
month?" The "exemplary" principals shared that they spend a majority of their time on the 
domains of Standard 3. According to one principal, one of the biggest goals that a principal 
should have is to create a learning environment for students. One way that this can be done is 
through effective management of the building. He continued by saying that "if you don't 
have a safe learning environment, you probably have nothing in your school." A large 
amount of his time, and the other principals agreed that this was true for them as well, is 
spent on providing that type of leammg environment, so that the students and teachers can be 
effective in this learning environment. 
It was discussed in the focus group, however, that university preparation programs were 
perhaps lacking in experiences that exposed the future administrator to the contents 
of Standard 3. It was pointed out that this standard perhaps may be truly "on the job 
training," and it would be difficult for a university to prepare a future leader for the actual 
experiences that this standard encompasses when the principal is in charge and has to make 
the decisions. 
Table 18 cites that the major emphasis of Standard 3 is the management of these four 
themes: human resources, the school building, fiscal operations, and learning and teaching. 
Demonstrating effective leadership is a time logging activity in Standard 3 and that 
demonstration truly radiates the management component of being a principal as the 
"exemplary" principals shared and die Davenport principals time logged. 
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The standard that had the fewest domain matches to the Davenport School District's 
principal criteria and descriptors was Standard 6, which had 10 domains matched out of 19 
domains, or 53 percent. Standard 6 states, "A school administrator is an educational leader 
who promotes the success of all students by understanding, responding to, and influencing 
the larger political, social, economic, legal, and cultural context" (Interstate Leaders 
Licensure Consortium, 1996). 
In the "exemplary" principal focus group, two principals felt that Standard 6 was the 
most challenging and also the one that had the smallest amount of time of spent on it because 
it seems to least affect the students' day-to-day routine and it gets "put on the back burner." 
It was felt that in a larger district (like perhaps Davenport), the responsibilities of this 
standard are left to the superintendent. 
Camp Verde Unified School District 
I. What do most principals spend the majority of their school-focused time on during 
a typical school day? 
Table 19 shows the five highest ranked activities that the five Camp Verde principals 
spent the majority of their time on during a typical school day. Totally, there were 54 time 
logged activities by these principals. Table 21 contains a list of these time logged activities. 
Table 19 reveals that over 50 percent of the principals spent the majority of their time on 
maintaining records, student discipline, and student supervision. Two principals spent a 
majority of their time on i 
meetings. 
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Table 19. What Camp Verde School District's principals spent the majority of time on 
during a typical school day 
Five highest ranked activities according 
to minutes spent during a typical school day Number of principals out of 5 
Maintains records 3 
Provides student discipline 3 
Provides student supervision 3 
Evaluates student progress 2 
Attends superintendent and administrative meetings 2 
2. What do most principals spend the majority of their school-focused time on outside 
of the typical school day? 
The time logged activities that the five Camp Verde principals spent the majority of 
their school-focused time on outside of the typical school day are shown in Table 20. Each of 
the five highest ranked activities was performed by only two of the five principals. Four of 
these activities, student discipline, evaluating student progress, mafntamfng records, and 
superintendent and administrative meetings, were also in the five highest ranking for time 
spent during a typical school day as revealed in Table 19. 
3. What time logged activities were not present in the three district s expectations for 
principals? 
Table 21 provides a list of the activities in rank order according to the number of Camp 
Verde principals that time logged that activity. These activities took place during and outside 
of the typical school day. Of the 52 tone logged activities, four were not matched to the 
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Table 20. What Camp Verde School District's principals spent the majority of time on 
outside of a typical school day 
Five highest ranked activities according 
to minutes spent outside of a typical school day Number of principals out of 5 
Provides student discipline 
Evaluates student progress 
Maintains records 
Attends superintendent and administrative meetings 
Works on student schedules 
2 
2 
2 
2 
? 
Camp Verde School District's expectations for principals as found in the district's job criteria 
and descriptors. These four activities, designated with a footnote in Table 21, were 
Vocational Education department meeting, student insurance program, dance, and bus 
tickets. Table 22 lists the job criteria and descriptors for Camp Verde principals. 
Of the 52 time logged activities displayed in Table 21, eight of them had over half of 
the principals that recorded time spent. Evaluating teachers was time logged by all five of the 
principals. Forty of the 52 activities had only one principal that time logged each of these 
activities. 
4. Are the districts ' performance criteria and descriptors congruent with what 
principals actually spend their time doing? 
J. Were some performance criteria not performed by principals as measured by time 
logging results? 
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Table 21. Principal time logged activities of the Camp Verde Unified School District 
Rank ordered activities according to 
number of principals who 
List of activities the 5 principals time logged time logged that activity 
Evaluates teachers 5 
Provides student discipline 4 
Supervises students 4 
Evaluates student progress 3 
Supports teachers 3 
Maintains records 3 
Maintains community relations 3 
Attends superintendent and administrative meetings 3 
Conducts parent conferences/concerns 
Promotes recognition—student achievements 
Works on student schedules—class placement 
Monitors attendance 
Supports improved instruction 
Works with policy strategy 
Makes promotion/graduation plan(s) 
Does paperwork and reports 
Makes/receives telephone calls 
Reads mail 
Supervises newsletter preparation 
Publishes/organizes student activities calendar 
Focuses on budget preparation 
Monitors budget expenditures 
Keeps accurate financial records 
Writes purchase orders/checks 
Does curriculum planning 
Organizes faculty to evaluate curriculum 
Works toward articulation of curriculum 
Works with reading/math curriculum 
Monitors administration of testing program 
Makes recommendations (student/teacher) 
Supports students 
Communicates policies regarding student conduct 
Assists with standards for student conduct 
Conducts counseling 
Conducts student conferences 
Attends student meetings (group) 
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Table 21. Continued 
Rank ordered activities according to 
number of principals who 
List of activities the 5 principals time logged time logged that activity 
Monitors individual students 
Focuses on achievement/needs 
Participates in meetings to develop IEPs 
Attends staff meetings 
Does staff meeting planning 
Conducts teacher conferences 
Coaches and counsels teachers 
Assists teachers with professional growth plans 
Observes teacher behaviors in the classroom 
Makes classroom visits 
Provides staff recruitment 
Writes federal, state, and local reports 
Does summer school planning 
Attends Vocational Education department meeting3 
Attends dances3 
Works on student insurance program3 
Manages bus tickets3 
'Time logged activities that were not present in Camp Verde's job criteria and 
descriptors. 
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As revealed in Table 22, there are 63 total job criteria and descriptors under 
Professional Responsibilities and 19 total job criteria and descriptors under Job-Specific 
Responsibilities, thus making the sum total of 82 principal job criteria and descriptors for the 
Camp Verde Unified School District. There are 60 job criteria and descriptors that matched 
principal time logging which amounts to 73 percent From one to six time logged activities 
were a match for each of these job criteria and descriptor. 
This data analysis also revealed that 22 job criteria and descriptors had no time spent on 
than during the typical school day or outside of the school day. In the Professional 
Responsibilities section of Table 22,16 job criteria and descriptors are listed that were not 
time logged by any of the five principals. In the Job-Specific Responsibilities section of 
Table 22, six job criteria and descriptors are listed that were not time logged by at least one 
of the five principals. A footnote in Table 22 designates these 22 job criteria and descriptors. 
6. Are there any principal performance criteria that are inappropriate because no 
time was spent on them? 
There are four performance criteria that may have been performed by principals on a 
regular basis, but each could have been difficult to time log, thus explaining why there was 
no documentation that time had been spent on them. These four performance criteria were: 
Professional Responsibility 3b. Provides motivation; Professional Responsibility 4e. Stays 
current in job-related activities; Professional Responsibility 4g. Demonstrates service to the 
school; and Professional Responsibility 9h. Encourages, models, and maintains high 
standards of conduct. 
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Table 22. Camp Verde School District's job criteria and descriptors compared to principal 
time logged activities 
Camp Verde job criteria and descriptors Principal time logged activities 
Professional responsibilities: 
1. Demonstrates effective team building1 
a. Is fair and consistent in dealing with 
others 
b. Uses discretion in handling situations 
that require confidentiality 
c. Encourages and practices effective 
communication 
d. Promotes a positive climate 
e. Demonstrates high expectations for 
self and others 
2. Demonstrates effective communication 
skills 
Uses written and oral communication 
professionally 
b. Communicates decisions in a timely 
manner 
Supports teachers 
Supports students 
Conducts parent conferences/ 
concerns 
Conducts student conferences 
Conducts teacher conferences 
Coaches and counsels teachers 
Provides counseling 
Attends student meetings (group) 
Attends staff meetings 
Makes/receives telephone calls 
Reads mail 
Supervises newsletter preparation 
Publishes/organizes student 
activities calendar 
Supports teachers 
Supports improved instruction 
Assists teachers with 
professional growth plans 
Conducts parent conferences/ 
concerns 
Conducts student conferences 
Conducts teacher conferences 
Coaches and counsels teachers 
Conducts counseling 
Attends student meetings (group) 
Conducts parent conferences/ 
concerns 
Conducts student conferences 
Conducts teacher conferences 
Coaches and counsels teachers 
Provides counseling 
Attends student meetings (group) 
Attends staff meetings 
Makes/receives telephone calls 
'Principal job criteria and descriptors that had no time logging match 
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Table 22. Continued 
Camp Verde job criteria and descriptors 
c. Gives clear and explicit explanations 
d. Keeps the superintendent informed 
d. Establishes timelines 
e. Organizes and assigns resources1 
£. Implements established plans 
g_ Evaluates plans 
4. Provides leadership 
a. Tnftiates positive new ideas 
b. Provides motivation1 
C. Assists Others in the enhancement of 
developing individual strengths 
<L Participates in staff development 
e. Stays current in job-related activities1 
£. Adapts to and supports change 
Principal time logged activities 
Reads mail 
Supervises newsletter preparation 
Publishes/organizes student 
activities calendar 
Attends staff meetings 
Makes/receives telephone calls 
Reads mail 
Attends staff meetings 
Makes/receives telephone calls 
Reads mail 
Supervises newsletter preparation 
Publishes/organizes student 
activities calendar 
Attends superintendent and 
administrative meetings 
Monitors administration of 
testing program 
Supports improved instruction 
Does paperwork and reports 
Attends staff meeting planning 
Attends staff meeting planning 
Supports improved instruction 
Supports teachers 
Assists teachers with 
professional growth plans 
Supports improved instruction 
Supports improved instruction 
3. Establishes systematic procedures for 
identifying and accomplishing goals1 
a. Forecasts needs and availability of resources1 
b. Determines priorities1 
c. Develops goals and objectives 
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Table 22. Continued 
Camp Verde job criteria and descriptors Principal time logged, activities 
g. Demonstrates service to the school8 
h. Demonstrates service to the community* 
5. Is responsible for selection, orientation, 
training, evaluation, transfer, retention, or 
dismissal of district employees 
a. Projects both short- and long-term staff 
needs 
b. Follows all district policies/procedures 
relating to personnel practices 
c. Maintains and submits appropriate 
records and reports 
d. Develops and implements an orientation 
program for new staff members 
Makes recommendations 
(student/teacher) 
Evaluates teachers 
Supports improved instruction 
Assists teachers with 
professional growth plans 
Coaches and counsels teachers 
Evaluates teachers 
Coaches and counsels teachers 
Provides staff recruitment 
Evaluates teachers 
Makes recommendations 
(student/teacher) 
Coaches and counsels teachers 
Does paperwork and reports 
Assists teachers with 
professional growth plans 
Maintains records 
Supports teachers 
Assists teachers with 
professional growth plans 
6. Develops and administers budget in area 
of responsibility 
a. Makes budget recommendations and 
decisions which maximize resources 
in the district 
b. Serves as a resource for busmess matters 
to the superintendent and the governing 
board 
c. Elicits input from appropriate staff 
members1 
cL Manages line item budget 
Focuses on budget preparation 
Monitors budget expenditures 
Keeps accurate financial records 
Focuses on budget preparation 
Monitors budget expenditures 
Attends staff meetings 
Monitors budget expenditures 
Keeps accurate financial records 
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Table 22. Continued 
Camp Verde job criteria and descriptors Principal time logged activities 
e. Follows procedures and meets timelines 
for ordering purchasing and payment 
f„ Maintains accurate records of the activity/ 
auxiliary fund, the bookstore account, 
money collected from students, and tax 
credit account 
Does paperwork and reports 
Monitors budget expenditures 
Keeps accurate financial records 
Writes purchase orders/checks 
Keeps accurate financial records 
Does paperwork and reports 
Writes purchase orders/checks 
7. Mamtains and submits accurate and timely 
records and reports 
a. Develops systems for maintaining accurate 
records 
b. Submits accurate, complete, and well-
documented records and reports 
c. Submits reports on time 
Maintains records 
Does paperwork and reports 
Monitors attendance 
Maintains records 
Does paperwork and reports 
Monitors attendance 
Maintains records 
Does paperwork and reports 
Monitors attendance 
Maintains records 
Does paperwork and reports 
Monitors attendance 
8. Acts in accordance with district policies/ 
procedures/philosophies and state/ 
federal regulations 
a. Consistently follows, maintains, and 
conforms to district policies/procedures 
and state/federal regulations 
b. Promotes and monitors staff conformance 
and takes appropriate action when 
necessary 
Observes teacher behaviors in 
classrooms 
Makes classroom visits 
Evaluates teachers 
Makes recommendations 
(student/teacher) 
Observes teacher behaviors in 
classrooms 
Makes classroom visits 
Evaluates teachers 
Makes recommendations 
(student/teacher) 
Evaluates teachers 
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Table 22. Continued 
Camp Verde job criteria and descriptors Principal time logged activities 
c. Participates in the development and 
review of school policies and regulations 
d. Strives to stay informed regarding 
policies and regulations applicable 
to his/her position 
e. Selects appropriate channels for 
resolving concerns/problems8 
9. Demonstrates employee responsibility8 
a. Is consistently on time and well prepared® 
b. Responds appropriately to concerns of 
others 
c. Provides accurate data to the school and 
district as requested 
<L Completes duties accurately, promptly, 
and competently 
e. Adheres to authorized policies and 
regulations 
f. Selects appropriate channels for 
resolving problems1 
g. Strives to stay informed regarding policies 
and regulations applicable to his/her position 
h. Encourages, models, and maintains high 
standards of conduct 
L Attends appropriate meetings 
j. Serves on committees1 
k. Promotes the belief that all students can 
and will learn 
Assists with standards for student 
conduct 
Works with policy strategy 
Writes federal, state, and local 
reports 
Supports students 
Supports teachers 
Supervises students 
Conducts parent conferences/ 
concerns 
Conducts student conferences 
Conducts counseling 
Maintains records 
Does paperwork and reports 
Keeps accurate financial records 
Evaluates teachers 
Writes federal, state, and local 
reports 
Works with policy strategy 
Writes federal, state, and local 
reports 
Works with policy strategy 
Attends superintendent and 
administrative meetings 
Monitors individual student 
achievement/needs 
Participates in meetings to 
develop EEPs 
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Table 22. Continued 
Camp Verde job criteria and descriptors Principal time logged activities 
L Handles information about school problems 
and students in a professional/confidential 
manner 
63 professional responsibilities 
Job-specific responsibilities: 
10. Demonstrates knowledge of curriculum and 
educational planning conferences 
a. Maintains professional growth by attending 
workshops, seminars, and conferences1 
b. Maintains and implements curriculum guides 
for each instructional level and/or subject 
Mamtains the rales regarding student 
discipline 
<L Works with the instructional staff in 
recommending promotion, retention, 
and graduation policies 
e. Evaluates curriculum programs, and 
student progress through testing, 
observing, and analyzing data 
11. Maintains school-community relations 
a. Creates a favorable atmosphere in the 
school that is conducive to optimum 
growth and learning 
Evaluates student progress 
Does summer school planning 
Conducts parent conferences/ 
concerns 
47 professional responsibilities 
were time logged 
Does curriculum planning 
Supports improved instruction 
Works toward articulation of 
curriculum 
Does curriculum planning 
Supports improved instruction 
Works with reading/math 
curriculum 
Assists with standards for student 
conduct 
Conducts student supervision 
Provides student discipline 
Makes promotion/graduation 
plans 
Makes recommendations 
(student/teachers) 
Evaluates student progress 
Monitors administration of 
testing period 
Maintains records 
Does paperwork and reports 
Does curriculum planning 
Attends Vocational Education 
department meeting 
Mamtains community relations 
Maintains community relations 
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Table 22. Continued 
Camp Verde job criteria and descriptors Principal time logged activities 
Provides information to students, parents, 
and the community about school programs 
and services 
c. Reviews articles concerning the school 
for the media 
d. Implements a school advisory committee 
e. Maintains open lines of communication 
with community members 
f. Serves as liaison between the school, 
staff, students, and community 
12. Manages the school building* 
a. Safeguards the physical facilities2 
b. Safeguards grounds1 
c. Assists with providing supplementary 
services1 
d. Ensures the safety and security of the 
school® 
e. Maintains efficient support staff routines 
and procedures 
19 job-specific responsibilities 
82 total job criteria and descriptors 
Conducts parent conferences/ 
concerns 
Mamtains community relations 
Makes/receives telephone calls 
Reads mail 
Communicates policies regarding 
student conduct 
Publishes/organizes student 
activities calendar 
Supervises newsletter preparation 
Maintains community relations 
Maintains community relations 
Conducts parent conferences/ 
concerns 
Maintains community relations 
Works on student schedules/class 
placement 
13 job-specific responsibilities 
were time logged 
60 total job criteria and 
descriptors were time 
logged 
73 percent of the job criteria 
and descriptors were time 
logged 
166 
7. How do the three school districts 'job criteria and descriptors and time logging 
align with the national standards (ISLLC)? 
8. How were actual activities related to the expectations of the ISLLC Standards? 
Table 23 illustrates how the Camp Verde School District's job criteria and descriptors 
and the principal time logging activities aligned with the ISLLC Standards. As stated in 
Davenport's data analysis for this question, the ISLLC Standards have 180 domains. These 
domains are divided into the following three categories: Knowledge, Dispositions, and 
Performance. As in Table 18, which shows this same comparison for the Davenport School 
District, the total domain number for these three categories is listed at the conclusion of each 
standard. 
Out of the 82 principal job criteria and descriptors for the Camp Verde School District, 
every one of them matched at least one of the 180 ISLLC domains. Looking at the first two 
columns of Table 23 from a different perspective, out of the ISLLC Standards' 180 domains. 
Camp Verde's job criteria and descriptors matched 121 domains, leaving 59 domains, or 33 
percent, that could not be matched to any of this school district's expectations for their 
principals. 
As shown in Table 23, Standard 3 had die highest number of job criteria and descriptors 
that matched. There were 31 domains out of 36, or 86 percent, that matched this standard. 
Standard 3 states, ~A school administrator is an educational leader who promotes the success 
of all students by ensuring management of the organization, operations, and resources for a 
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Table 23. The alignment of Camp Verde School District's job criteria and descriptors and 
time logging with the Interstate Leaders Licensure Consortium Standards (ISLLC) 
Interstate Leaders Camp Verde Unified School Camp Verde Unified School 
Licensure Consortium principal job criteria principal Critical Work 
Standards (ISLLC)® and descriptors Activity (CWA) 
Standard 1. A school admmistrator is an educational leader who promotes the success 
of all students by facilitating the development, articulation, 
implementation, and stewardship of a vision of learning that is shared and 
supported by the school community. 
Knowledge 
The administrator has knowledge 
and understanding of: 
IK.1. learning goals in a 
pluralistic society. 
lK-2. the principles of 
developing and implement­
ing strategic plans. 
1KJ. systems theory. 
1K.4. information sources. 
data collection, and data 
analysis strategies. 
1K.5. effective 
communication. 
1KL6. effective 
consensus-building 
and negotiation skills. 
6 domains 
PRb 7. Maintains and submits 
and timely records and 
reports. 
PR 7a. Develops systems for 
mafntafning accurate records. 
PR Ic. Encourages and 
practices effective 
communication. 
PR 2. Demonstrates effective 
communication skills. 
PR 2c. Gives clear and 
explicit explanations. 
PR 2d. Keeps the superin­
tendent informed. 
PR 1. Demonstrates effective 
team building. 
3 domains were used 
Maintains records 
Does paperwork and 
reports 
Monitors attendance 
Attends staff meetings 
Does staff meeting 
planning 
Attends student meetings 
(group) 
Conducts parent 
conferences/concerns 
Attends superintendent and 
administrative meetings 
^Interstate School Leaders Licensure Consortium (1996). 
hpR = Professional Responsibilities. 
2 domains were tone 
logged 
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Table 23. Continued 
Interstate Leaders Camp Verde Unified School Camp Verde Unified School 
Licensure Consortium principal job criteria principal Critical Work 
Standards (ISLLC)® and descriptors Activity (CWA) 
Dispositions 
The administrator believes in 
values, and is committed to: 
1D.L the educability of all. 
1D_2. a school vision of 
high standards of learning. 
1D.3. continuous school 
improvement. 
1D.4. the inclusion of all 
members of the school 
community. 
1D.5. ensuring that 
students have the 
knowledge, skills, and 
values needed to become 
successful adults. 
1D.6. a willingness to 
continuously examine 
one's own assumptions, 
beliefs, and practices. 
ID.?, doing the work 
required for high levels 
of personal and 
organization performance. 
7 domains 
PR 9k. Promotes the belief 
that all students can and 
will learn. 
JSRC lOd. Works with the 
instructional staff in 
recommending promotion, 
retention, and graduation 
policies. 
PR 3. Establishes systematic 
procedures for identifying 
and accomplishing goals. 
PR 3g. Evaluates plans. 
JSR1 If Serves as liaison 
between the school, staff, 
students, and community. 
JSR IOd. Works with the 
instructional staff in 
recommending promotion, 
retention, and graduation 
policies. 
PR4d. Participates in staff 
development. 
PR 4e. Stays current in job-
related activities. 
PR 4g. Demonstrates service 
to the school. 
PR 9j. Serves on committees. 
7 domains were used 
Monitors individual student 
achievement/needs 
Participates in meetings to 
develop IEPs 
Evaluates student progress 
Makes promotion/ 
graduation plan 
Makes recommendations 
(student/teacher) 
Does staff meeting 
planning 
Maintains community 
relations 
Maintains community 
relations 
Supports improved 
instruction 
6 domains were time 
logged 
JSR = Job-Specific Responsibilities. 
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Table 23. Continued 
Interstate Leaders Camp Verde Unified School Camp Verde Unified School 
Licensure Consortium principal job criteria principal Critical Work 
Standards (ISLLC)1 and descriptors Activity (CWA) 
Performance 
The administrator facilitates, 
processes, and engages in 
activities ensuring that: 
IP.l. the vision and mission 
of the school are effectively 
communicated to staff, 
parents, students, and 
community members. 
1P-2. the vision and 
mission are communicated 
through the use of symbols, 
ceremonies, stories, and 
similar activities. 
IP3. the core beliefs of the 
school vision are modeled 
for all stakeholders. 
IP.4. the vision is developed 
with and among stakeholders. 
1P-5. the contributions of 
school community members 
to the realization of the vision 
are recognized and celebrated. 
1P.6. progress toward the 
vision and mission is 
communicated to all 
stakeholders. 
JSR 11. Maintains school-
communitv relations. 
JSR 1 la. Creates a favorable 
atmosphere in the school that 
is conducive to optimum 
growth and learning. 
Maintains community 
relations 
Conducts parent con­
ferences/concerns 
Makes/receives telephone 
calls 
Reads mail 
JSR 11. Maintains school-
communitv relations. 
JSR 11. Maintains school-
community relations. 
Maintains community 
relations 
Conducts parent con­
ferences/concerns 
Makes/receives telephone 
calls 
Reads mail 
Mamtains community 
relations 
Conducts parent con­
ferences/concerns 
Makes/recerves telephone 
calls 
Reads mail 
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Table 23. Continued 
Interstate Leaders Camp Verde Unified School Camp Verde Unified School 
Licensure Consortium principal job criteria principal Critical Work 
Standards (ISLLC)8 and descriptors Activity (CWA) 
IP.7. the school community 
is involved in school 
improvement efforts. 
1P.8. the vision shapes the 
educational programs, plans, 
and actions 
IP.9. an implementation plan 
is developed in which 
objectives and strategies 
to achieve the vision and 
goals are clearly articulated. 
IP.10. assessment data 
related to student 
learning are used to 
develop the school vision 
and goals. 
IP. 11. relevant demo­
graphic data pertaining 
to students and their 
families are used in 
developing the school 
mission and goals. 
IP. 12. barriers to achiev­
ing the vision are identified, 
clarified, and addressed. 
IP.13. needed resources 
are sought and obtained 
to support the implementa­
tion of the school mission 
and goals. 
1P.14. existing resources 
are used in support of the 
school vision and goals. 
JSR 1 Id. Implements a 
school advisory committee. 
PR 3f. Implements established 
plans. 
JSR 10e. Evaluates curriculum, 
programs, and student progress 
through testing, observing, and 
analyzing data. 
PR 3c. Develops goals and 
objectives. 
Maintains records 
Evaluates student progress 
Does paperwork and 
reports 
Monitors administration 
of testing program 
PR 3. Establishes systematic 
procedures for identifying 
and accomplishing goals. 
PR 4. Provides leadership. 
PR 3a. Forecasts needs and 
availability of resources. 
PR 3b. Determines priorities. 
PR 3e. Organizes and assigns 
resources. 
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Table 23. Continued 
Interstate Leaders Camp Verde Unified School Camp Verde Unified School 
Licensure Consortium principal job criteria principal Critical Work 
Standards (ISLLC)a and descriptors Activity (CWA) 
IP. 15. the vision, mission, 
and implementation plans 
are regularly monitored, 
evaluated, and revised. 
15 domains 
28 domains are in 
Standard 1 
PR 3. Establishes systematic 
procedures for identifying 
and accomplishing goals. 
PR 4. Provides leadership. 
10 domains were used 
20 domains were used 
in Standard 1 
4 domains were time 
logged 
12 total domains were 
time logged in 
Standard 1 
Standard 2. A school administrator is an educational leader who promotes the success 
of all students by advocating, nurturing, and sustaining a school culture 
and instructional program conducive to student learning and staff 
professional growth. 
Knowledge 
The administrator has knowledge 
and understanding of: 
2K. 1. student growth and 
development 
2K.2- applied learning 
theories. 
2K.3. applied motivational 
theories. 
2K.4. curriculum design, 
implementation, evaluation, 
and refinement. 
PR 4b. Provides motivation. 
PR 10. Demonstrates 
knowledge of curriculum 
and educational planning 
conferences. 
PR I Ob. Maintains and 
implements curriculum 
grades for each instructional 
level and/or subject. 
Does curriculum planning 
Supports unproved 
instruction 
Organizes faculty to 
evaluate curriculum 
Works with reading/math 
curriculum 
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Table 23. Continued 
Interstate Leaders Camp Verde Unified School Camp Verde Unified School 
Licensure Consortium principal job criteria principal Critical Work 
Standards (ISLLC)a and descriptors Activity (CWA) 
2K.5. principles of 
effective instruction. 
2K.6. measurement 
evaluation, and 
assessment strategies. 
2K-7. diversity and its 
meaning for educational 
programs. 
2K.8. adult learning and 
professional development 
models. 
2K.9. the change process 
for systems, organizations, 
and individuals. 
2K-10. the role of tech­
nology in promoting 
student learning and 
professional growth. 
2K.11. school cultures. 
PR 5. Is responsible for 
selection, orientation, 
training, evaluation, transfer, 
retention, or dismissal of 
district employees. 
PR 10e. Evaluates curriculum 
programs and student progress 
through testing, observing, 
and analyzing data. 
PR 4f. Adapts to and supports 
change. 
Makes recommendations 
(student/teacher) 
Evaluates teachers 
Supports improved 
instruction 
Assists teachers with 
professional growth plans 
Maintains records 
Does paperwork and 
records 
PR Id. Promotes a positive 
climate. 
II domains 
Dispositions 
The administrator believes in, 
values, and is committed to: 
2D.I. student learning as 
the fundamental purpose of 
schooling. 
6 domains were used 3 domains were time 
logged 
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Table 23. Continued 
Interstate Leaders Camp Verde Unified School Camp Verde Unified School 
Licensure Consortium principal job criteria principal Critical Work 
Standards (ISLLC)1 and descriptors Activity (CWA) 
2DJ2. the proposition that 
all students can learn. 
2D.3. the variety of ways 
in which students can 
learn. 
2D.4. lifelong learning for 
self and others. 
2D. 5. professional 
development as an 
integral part of school 
improvement. 
2D.6. the benefits that 
diversity brings to the 
school community. 
2D.7. a safe and 
supportive learning 
environment. 
2D.8. preparing students 
to be contributing 
members of society. 
8 domains 
PR 9k. Promotes the belief 
that all students can and will 
learn. 
PR 4d- Participates in staff 
development. 
JSR 10a. Maintains pro­
fessional growth by 
attending workshops, 
seminars, and conferences. 
PR 5. Is responsible for 
selecting orientation, 
training, evaluation, 
•transfer, retention, or 
dismissal of district 
employees. 
PR 9b. Responds 
appropriately to concerns 
of others 
JSR 12a. Safeguards the 
physical facilities 
Evaluates student progress 
Does summer school 
planning 
Monitors mdividual student 
achievement/needs 
Assists teachers with 
professional growth plans 
Supports improved 
instruction 
4 domains were used 
Supervises students 
Provides student discipline 
Provides student discipline 
Supports teachers 
Conducts counseling 
Conducts student 
conferences 
Attends student meetings 
(group) 
3 domains were time 
logged 
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Table 23. Continued 
Interstate Leaders 
Licensure Consortium 
Standards (ISLLC)a 
Performance 
The administrator facilitates, 
processes, and engages in 
activities ensuring that: 
2P.I. all individuals are 
treated with fairness, 
dignity, and respect. 
2P-2. professional 
development promotes 
a focus on student 
learning consistent 
with the school vision 
and goals. 
2PJ- students and staff 
feel valued and important. 
2P.4. the responsibilities 
and contributions of each 
individual are acknowledged. 
2P.5. barriers to student 
learning are identified, 
clarified, and addressed. 
2P.6. diversity is considered 
in developing learning 
experiences. 
2P-7- lifelong learning is 
encouraged and modeled. 
2P.8. there is a culture of 
high expectations for 
self student, and staff 
performance. 
Camp Verde Unified School 
principal job criteria 
and descriptors 
PR 9k. Promotes the belief 
that all students can and 
will learn. 
PR 5. Is responsible for 
selecting orientation, 
training, evaluation, 
transfer, retention, or 
dismissal of district 
employees. 
JSR 10c. Maintains the 
rules regarding student 
discipline. 
PR 4c. Assists others in the 
enhancement of developing 
individual strengths. 
PR4d- Participates in staff 
development-
PR le. Demonstrates high 
expectations for self and 
others. 
Camp Verde Unified School 
principal Critical Work 
Activity (CWA) 
Evaluates student progress 
Does summer school 
planning 
Monitors individual student 
achievement/needs 
Assists teachers with 
professional growth plans 
Supports improved 
instruction 
Promotes recognition of 
student achievements 
Promotes recognition of 
student achievements 
Assists with standards for 
student conduct 
Supervises students 
Provides student discipline 
Supports students 
Assists teachers with 
professional growth plans 
Supports improved 
instruction 
Assists teachers with 
professional growth plans 
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Table 23. Continued 
Interstate Leaders Camp Verde Unified. School Camp Verde Unified School 
Licensure Consortium principal job criteria principal Critical Work 
Standards (ISLLC)1 and descriptors Activity (CWA) 
PR 9h. Encourages, models, 
and maintains high standards 
of conduct. 
Supports improved 
instruction 
2P.9. technologies are 
used in teaching 
and learning. 
2P.10. student and staff 
accomplishments are 
recognized and celebrated. 
2P.11. multiple opportunities 
to learn are available to 
all students. 
2P.12. the school is 
organized and aligned 
for success. 
2P.13. cumcular, co-
curricular, and extra­
curricular programs are 
designed, implemented, 
evaluated, and refined. 
2P.14. curriculum 
decisions are based on 
research, expertise of 
teachers, and the 
recommendations of 
learned societies. 
2P.I5. the school culture 
and climate are assessed 
on a regular basis. 
JSR 11a. Creates a favorable 
atmosphere in the school 
that is conducive to optimum 
growth and learning. 
PR 4. Provides leadership. 
JSR 10. Demonstrates 
knowledge of curriculum 
and educational planning 
JSR 10b. Maintains and 
implements curriculum 
guides for each instructional 
level and/or subject. 
JSR 10. Demonstrates 
knowledge of curriculum 
and educational planning 
JSR 10b. Maintains and 
implements curriculum 
guides for each instructional 
level and/or subject. 
PR 3g. Evaluates plans. 
Promotes recognition of 
student achievements 
Supports improved 
instruction 
Works toward articulation 
of curriculum 
Does curriculum planning 
Supports improved 
instruction 
Works toward articulation 
of curriculum 
Does curriculum planning 
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Table 23. Continued 
Interstate Leaders Camp Verde Unified School Camp Verde Unified School 
Licensure Consortium principal job criteria principal Critical Work 
Standards (ISLLC)3 and descriptors Activity (CWA) 
2P.16. a variety of sources 
of information is used to 
make decisions 
2P.17. student learning is 
assessed using a variety 
of techniques. 
2P.18. multiple sources of 
information regarding 
performance are used by 
staff and students. 
2P.19. a variety of 
supervisory and evaluation 
models is employed. 
2P.20. pupil personnel 
programs are developed 
to meet the needs of 
students and their families. 
20 domains 
39 total domains are 
in Standard 2 
PR 6c. Elicits input from 
appropriate staff members. 
13 domains were used 
23 total domains were 
used in Standard 2 
Attends staff meetings 
Conducts teacher 
conferences 
Reads mail 
Makes/receives telephone 
calls 
PR 10e. Evaluates curriculum, 
programs, and student progress 
through testing, observing, and 
analyzing data. 
PR 5b. Follows all district 
policies/procedures relating 
personnel practices. 
11 domains were time 
logged 
17 total domains were 
time logged in 
Standard 2 
Standard 3. A school administrator is an educational leader who promotes the success 
of all students by ensuring management of the organization, operations, 
and resources for a safe, efficient, and effective learning environment. 
Knowledge 
The administrator has knowledge 
and understanding of: 
3K.1. the theories and models 
of organizations and the 
principles of organizational 
development. 
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Table 23. Continued 
Interstate Leaders Camp Verde Unified School Camp Verde Unified School 
Licensure Consortium principal job criteria principal Critical Work 
Standards (ISLLC)a and descriptors Activity (CWA) 
3K_2. operational procedures 
at the school and district 
level. 
3K.3. principles and issues 
relating to school safety and 
security. 
3K.4. human resources 
management and 
development. 
3K.5. principles and issues 
relating to fiscal operations 
of school management. 
5K-6- principles and issues 
relating to school 
facilities and use of space. 
3K.7. legal issues impacting 
school operations. 
JSR 12d. Ensures the safety 
and security of the school. 
PR 5d. Develops and 
implements an orientation 
program for new staff 
members. 
JSR 12e. Maintains efficient 
support, staff routines, and 
procedures. 
PR 6. Develops and 
administers budget in area of 
responsibility. 
PR 6b. Serves as a resource 
for business matters to the 
superintendent and the 
governing boartL 
PR 6d. Manages line item 
budget. 
PR 6f. Maintains accurate 
records of the activity/ 
auxiliary fund, the bookstore 
account, money collected 
from students, and tax credit 
account 
JSR 12. Manages the school 
building. 
PR 8a. Consistently follows, 
maintains and conforms to 
district policies/procedures 
and state/federal regulations. 
Works on student 
schedules—class 
placement 
Provides staff recruitment 
Keeps accurate financial 
records 
Focuses on budget 
preparation 
Makes purchase orders/ 
checks 
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Interstate Leaders Camp Verde Unified School Camp Verde Unified School 
Licensure Consortium principal job criteria principal Critical Work 
Standards (ISLLQa and descriptors Activity (CWA) 
3K.8. current technologies 
that support management 
functions. 
8 domains 5 domains were used 2 domains were time 
logged 
Dispositions 
The administrator believes in. 
values, and is committed to: 
3D. 1. making management 
decisions to enhance 
learning and teaching. 
3D.2. taking risks to improve 
schools. 
3D J. trusting people and 
their judgments. 
3D .4. accepting responsibility. 
3D.5- high-quality 
standards, expectations, 
and performances. 
3D.6. involving stake­
holders in management 
processes. 
PR 4. Provides leadership. 
PR 9. Demonstrates 
employee responsibility. 
PR 9a. Is consistently on 
time and well prepared. 
PR 9<L Completes duties 
accurately, promptly, 
and competently. 
PR 9h. Encourages, models, 
and maintains high standards 
of conduct-
PR 9h. Encourages, models, 
and maintains high standards 
of conduct. 
PR 9k. Promotes the belief 
that all students can learn 
JSR 1 Id. Implements a 
school advisory committee. 
Evaluates student progress 
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Interstate Leaders Camp Verde Unified School Camp Verde Unified School 
Licensure Consortium principal job criteria principal Critical Work 
Standards (ISLLC)3 and descriptors Activity (CWA) 
JSR 10c. Maintains the rules 
regarding student discipline. 
Assists with standards for 
student conduct 
Supervises students 
Provides student discipline 
7 domains 5 domains were used 2 domains were time 
logged 
Performance 
The administrator facilitates, 
processes, and engages in 
activities ensuring that: 
3P.I. knowledge of learning, 
teaching, and student 
development is used to 
inform management 
decisions. 
3P.2. operational 
procedures are designed 
and managed to maximize 
opportunities for 
successful learning. 
3P J. emerging trends are 
recognized, studied, and 
applied as appropriate. 
3P.4. operational plans 
and procedures to achieve 
the vision and goals of the 
school are in place. 
PR 5. Is responsible for 
selection, orientation, 
training, evaluation, 
transfer, retention, or 
dismissal of district 
employees. 
PR 5a. Projects both short-
and long-term staff needs. 
PR 4. Provides leadership. 
PR 4a. Initiates positive ideas. 
PR 4f. Adapts to and supports 
change. 
PR 3. Establishes systematic 
procedures for identifying 
and accomplishing goals. 
PR 3e. Organizes and assigns 
resources. 
Makes recommendations 
(student/teacher) 
Evaluates teachers 
Supports improved 
instruction 
Assists teachers with 
professional growth plans 
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Interstate Leaders Camp Ver de Unified School Camp Verde Unified School 
Licensure Consortium principal job criteria principal Critical Work 
Standards (ISLLC)3 and descriptors Activity (CWA) 
3P.5. collective bargaining 
and other contractual 
agreements related to the 
school are effectively 
managed. 
3P.6. the school plant, 
equipment, and support 
systems operate safely, 
efficiently, and effectively. 
3P.7. time is managed to 
maYÎrm7f» attainment r>f 
organizational goals. 
3P.8. potential problems 
and opportunities are 
identified. 
3P.9. problems are 
confronted and resolved 
in a timely manner. 
3P.10. financiaL human, 
and material resources 
are aligned to the goals 
of schools. 
3P.11. the school acts 
entrepreneurially to 
support continuous 
improvement-
PR 5b. Follows all district 
policies/procedures relating 
to personnel practices. 
JSR 12. Manages the school 
building. 
PR 5b. Follows all district 
policies/procedures relating 
to personnel practices. 
JSR 12a. Safeguards the 
physical activities. 
JSR 12b. Safeguards grounds. 
PR 3d. Establishes timelines. 
PR 9a. Is consistently on time 
and well prepared. 
PR 7. Maintains and submits 
accurate and timely records 
and reports. 
PR 7b. Submits reports. 
PR I. Demonstrates effective 
team building. 
PR 1. Demonstrates effective 
team building. 
PR 3e. Organizes and assigns 
resources. 
PR 6a. Makes budget 
recommendation and decisions 
winch ma-yirmyp resources. 
PR 3e. Organizes and assigns 
resources. 
Maintains records 
Does paperwork and 
reports 
Focuses on budget 
preparation 
Monitors budget 
expenditures 
Supports improved 
instruction 
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Interstate Leaders Camp Verde Unified School Camp Verde Unified School 
Licensure Consortium principal job criteria principal Critical Work 
Standards (ISLLC)1 and descriptors Activity (CWA) 
3P.12. organizational systems 
are regularly monitored and 
modified as needed. 
3P.13. stakeholders are 
involved in decisions 
affecting schools. 
3P.I4. responsibility is 
Shared tO maYimT7f> 
ownership and 
accountability. 
3P.15. effective problem-
framing and problem-
solving skills are used. 
3P.16. effective conflict 
resolution skills are used. 
3P.17. effective group-
process and consensus-
building skills are used. 
3P.18. effective communi­
cation skills are used. 
3P.I9. a safe, clean, and 
aesthetically pleasing 
school environment is 
created and maintained. 
3P-20. human resource 
functions support the 
attainment of school goals. 
3P.2L confidentiality 
and privacy of school 
records are maintained. 
PR 3g. Evaluates plans. 
PR 4. Provides leadership. 
JSR lid. Implements a school 
advisory committee. 
JSR lOd. Works with the 
instructional staff in 
recommending promotion, 
retention, and graduation 
policies. 
PR 8e. Selects appropriate 
channels for resolving 
concerns/problems. 
PR 1. Demonstrates effective 
team building. 
PR 1. Demonstrates effective 
team building. 
PR 2b. Communicates 
decisions in a timely manner 
JSR 12a. Safeguards the 
physical facilities. 
JSR 12b. Safeguards grounds. 
JSR I2e. Maintains: efficient 
support staff routines and 
procedures. 
PR lb. Uses discretion in 
handling situations that 
require confidentiality. 
Attends staff meetings 
Does staff meeting 
planning 
Attends student meetings 
(group) 
Conducts parent con­
ferences/concerns 
Works on student 
schedules—class 
placement 
Conducts parent con­
ferences/concerns 
Conducts student 
conferences 
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Interstate Leaders Camp Ver de Unified School Camp Verde Unified School 
Licensure Consortium principal job criteria principal Critical Work 
Standards (ISLLC)2 and descriptors Activity (CWA) 
21 domains 
36 total domains are 
in Standard 3 
PR 9L Handles information 
about school problems. 
21 domains were used 
31 total domains were 
used in Standard 3 
7 domains were time 
logged 
11 total domains were 
time logged in 
Standard 3 
Standard 4. A school administrator is an educational leader who promotes the success 
of all students by collaborating with families and community members, 
responding to diverse community interests and needs, and mobilizing 
community resources. 
Knowledge 
The administrator has knowledge 
and understanding of: 
4K.1. emerging issues and 
trends that potentially impact 
the school community. 
4KJ2. the conditions and 
dynamics of the diverse 
school community. 
4KL3. community resources. 
4K.4. community relations 
and marketing strategies 
and processes. 
PR 4a. Initiates positive new 
ideas. 
PR 4e. Stays current in job-
related activities. 
PR 4f. Adapts to and supports 
change. 
PR 4h_ Demonstrates service to 
the community. 
JSR 11. Maintains school-
community relations. 
PR 4h_ Demonstrates service 
to the community. 
PR 11. Maintains school-
community relations. 
Maintains community 
relations 
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Interstate Leaders Camp Verde Unified School Camp Verde Unified School 
Licensure Consortium principal job criteria principal Critical Work 
Standards (ISLLC)3 and descriptors Activity (CWA) 
4K-5. successful models 
of school, family, business, 
community, government 
and higher educational 
partnerships. 
5 domains 3 domains were used 1 domain, was time logged 
Dispositions 
The admimstrcaor believes in, 
values, and is committed to : 
4D.1. schools operating as 
an integral part of the larger 
community. 
4DJL collaboration and 
communication with 
families. 
4D.3. involvement of 
families and other 
stakeholders in school 
decision-making processes. 
4D.4. the proposition that 
diversity enriches the school. 
4D.5. families as partners 
in the education of their 
children. 
4D.6. the proposition that 
families have the best 
interests of their children 
in mind. 
JSR 11. Maintains school-
community relations. 
JSR I lb. Provides information 
to students, parents, and the 
community about school 
programs and services. 
JSR 11c. Reviews articles 
concerning the school for 
the media. 
JSR lid. Implements a 
school advisory committee. 
JSR 1 If. Serves as liaison 
between the school, staff, 
students, and community. 
Maintains community 
relations 
Publishes/organizes student 
activity calendar 
Conducts parent con­
ferences/concerns 
Makes/receives telephone 
calls 
Reads mail 
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Interstate Leaders Camp Verde Unified School Camp Verde Unified School 
Licensure Consortium principal job criteria principal Critical Work 
Standards (ISLLC)* and descriptors Activity (CWA) 
4D.7. resources of the 
family and community 
needing to be brought 
to bear on the education 
of students. 
4D.8. an informed public. JSR 11. Maintains school-
community relations. 
JSR 1 lb. Provides informa­
tion to students, parents, and 
the community about school 
programs and services. 
JSR 11c. Reviews articles 
concerning the school for 
the media. 
Makes/receives telephone 
calls 
Reads mail 
Supervises newsletter 
preparation 
Maintains community 
relations 
8 domains 5 domains were used 3 domains were time 
logged 
Performance 
The administrator facilitates, 
processes, and engages in 
activities ensuring that: 
4P. 1. high visibility, active 
involvement and communi­
cations with the larger 
community is a priority. 
4P .2. relationships with 
community leaders are 
identified and nurtured. 
4P J. information about 
family and community 
concerns, expectations, 
and needs is used regularly. 
PR 4h. Demonstrates 
service to the community. 
JSR II. Maintains school-
community relations. 
Maintains rnmrmmity 
relations 
Maintains community 
relations 
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Interstate Leaders Camp Verde Unified School Camp Verde Unified School 
Licensure Consortium principal job criteria principal Critical Work 
Standards (ISLLC)3 and descriptors Activity (CWA) 
4P.4. there is outreach to 
different business, religious, 
political, and service agencies 
and organizations. 
4P .5. credence is given to 
individuals and groups 
whose values and 
opinions may conflict. 
4P.6. the school and 
community serve one 
another as resources. 
4P.7. available community 
resources are secured to 
help the school solve 
problems and achieve 
goals. 
4P.8. partnerships are 
established with area 
businesses, institutions 
of higher education, and 
community groups to 
strengthen programs and 
support school goals. 
4P.9. community youth 
family services are 
integrated with school 
programs. 
4P.I0. community stake­
holders are treated 
equitably. 
4P. 11. diversity is 
recognized and valued. 
PR 4h- Demonstrates service 
to the community. 
JSR 11. Maintains school-
community relations. 
JSR 1 lb. Provides informa­
tion to students, parents, 
and the community about 
school program and services. 
PR 4f. Selects appropriate 
channels for resolving 
problems. 
JSR 11. Maintains school-
community relations. 
JSR 11. Maintains school-
community relations 
JSR 11. Maintains school-
communitv relations 
Maintains community 
relations 
JSR 11. Mamtains school-
commumtv relations 
JSR 11. Maintains school-
community relations 
Maintains community 
relations 
Maintains community 
relations 
Maintains community 
relations 
Maintains community 
relations 
Maintains community 
relations 
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Interstate Leaders Camp Verde Unified School Camp Verde Unified School 
Licensure Consortium principal job criteria principal Critical Work 
Standards (ISLLQa and descriptors Activity (CWA) 
4P. 12. effective media 
relations are developed 
and maintained. 
4P. 13. a comprehensive 
program of community 
relations is established. 
4P. 14. public resources 
and funds are used 
appropriately and wisely. 
4P.15. community 
collaboration is modeled 
for staff. 
4P. 16. opportunities for 
staff to develop collabora­
tive skills are provided. 
JSR 1 lc. Reviews articles 
concerning the school for 
the media. 
JSR 11. Maintains school-
community relations. 
Maintains cnmmrmfty 
relations 
16 domains 
29 total domains are 
in Standard 4 
II domains were used 
19 total domains were 
used in Standard 4 
9 domains were time 
logged 
13 total domains were 
time logged in 
Standard 4 
Standard 5. A school administrator is an educational leader who promotes the success 
of all students by acting with integrity, fairness, and in an ethical manner. 
Knowledge 
The administrator has knowledge 
and understanding of: 
5K_1. the purpose of educa­
tion and the role of leadership 
in modem society. 
5K-2. various ethical frame- PR 9h. Encourages, models, 
works and perspectives on and maintains high standards 
ethics. of conduct 
5K-3. the values of the 
diverse school community. 
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Interstate Leaders Camp Verde Unified School Camp Verde Unified School 
Licensure Consortium principal job criteria principal Critical Work 
Standards (ISLLC)a and descriptors Activity (CWA) 
5K-4. professional codes 
of ethics. 
5K-5. the philosophy and 
historv of education. 
PR 9h. Encourages, models, 
and maintains high standards 
of conduct. 
5 domains 2 domains were used 0 domain was time logged 
Dispositions 
The admirdstrcaor believes in. 
values, and is commoted to: 
5D.L the ideal of the common 
good. 
5D.2. the principles in the 
Bill of Rights. 
5D.3. the right of every 
student to a free, quality 
education. 
5D.4. bringing ethical 
principles to the decision­
making process. 
5D.5. subordinating one s 
own interest to the good 
of the school community-
5D.6. accepting the 
consequences for up­
holding one's principles 
and actions. 
5D.7. using the influence 
of one's office constructively 
and productively in the 
service of all students and 
their families 
5D.8. development of a 
caring school community. 
PR 9k. Promotes the belief 
that all students can and will 
learn. 
PR 9. Demonstrates employee 
responsibility. 
PR 4. Provides leadership. 
PR la. Is fair and consistent 
in dealing with others. 
Supports teachers 
Supports students 
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Interstate Leaders Camp Verde Unified School Camp Verde Unified School 
Licensure Consortium principal job criteria principal Critical Work 
Standards (ISLLC)3 and descriptors Activity (CWA) 
8 domains 
PR Id. Promotes a positive 
climate. 
4 domains were used 
Conducts parent con­
ferences/concerns 
Conducts student 
conferences 
Attends student meetings 
(groups) 
1 domain was time logged 
Performance 
The administrator: 
5P.1. examines personal 
and professional values. 
5P.2. demonstrates a 
personal and professional 
code of ethics. 
5PJ. demonstrates values, 
beliefs, and attitudes that 
inspire others to levels 
of performance. 
5P.4. serves as a role 
model. 
5P.5. accepts responsibility 
for school operations. 
5P.6. considers the impact 
of one's administrative 
practices on others. 
5P.7. uses the influence of 
one's administrative 
practices on others. 
5P.8. treats people fairly, 
equitably, and with dignity 
and respect. 
PR 9h. Encourages, models, 
and maintain<t high standards 
of conduct. 
PR 9h. Encourages, models, 
and maintains high standards 
of conduct. 
PR 9h. Encourages, models, 
and maintains high standards 
of conduct. 
PR 9. Demonstrates employee 
responsibility. 
PR 4. Provides leadership. 
PR la. Is fair and consistent 
in Healing with others. 
Supports teachers 
Supports students 
Conducts parent con­
ferences/concerns 
Conducts student 
conferences 
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Interstate Leaders Camp Verde Unified School Camp Verde Unified School 
Licensure Consortium principal job criteria principal Critical Work 
Standards (ISLLC)a and descriptors Activity (CWA) 
5P.9. protects the rights and 
confidentiality of students 
and staff. 
5P.10. demonstrates 
appreciation for and 
sensitivity to the diversity 
in the school community. 
5P.11. recognizes and 
respects the legitimate 
authority of others. 
5P.12. examines and 
considers the prevailing 
values of the diverse 
school community. 
5P.I3. expects that others 
in the school community 
win demonstrate integrity 
and exercise ethical 
behavior. 
5P.14. opens the school 
to public scrutiny. 
5P.15. fulfills legal and 
contractual obligations. 
PR lb. Uses discretion in 
handling situations that 
require confidentiality. 
PR 9L Handles information 
about school problems. 
Attends student meetings 
(groups) 
Coaches and counsels 
teachers 
Conducts parent con­
ferences/concerns 
Conducts student 
conferences 
PR 2d. Keeps the superintendent 
informed. 
PR 9h. Encourages, models, and 
maintains high standards of 
conduct-
PR 5b. Follows all district 
policies/procedures relating 
to personnel practices. 
PR 5c. Maintains and submits 
appropriate records and reports. 
PR 8. Acts in accordance with 
district policies/procedures/ 
philosophies and state/federal 
regulations. 
Observes teacher behaviors 
in classrooms 
Makes classroom visits 
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Interstate Leaders Camp Verde Unified School Camp Verde Unified School 
Licensure Consortium principal job criteria principal Critical Work 
Standards (ISLLC)a and descriptors Activity (CWA) 
5P.16. applies laws and 
procedures fairly, wisely, 
and considerately. 
16 domains 
29 total domains are 
in Standard 5 
PR la. Is fair and consistent 
in dealing with others. 
11 domains were used 
17 total domains were 
used in Standard 5 
3 domains were time 
logged 
4 domains were tune 
logged in Standard 5 
Standard 6. A school administrator is an educational leader who promotes the success 
of all students by understanding, responding to, and influencing the larger 
political, social, economic, legal, and cultural context. 
Knowledge 
The administrator has knowledge 
and understanding of: 
6K. 1. principles of representa­
tive governance that undergird 
the system of American schools. 
6K-2. the role of public educa­
tion in developing and renewing 
a democratic society and an 
economically productive 
nation. 
6K-3. the law as related to PR 8. Acts in accordance with 
education and schooling. district policies/procedures/ 
philosophies and state/federal 
regulations. 
PR 8a. Consistently follows, 
maintains, and conforms to 
district policies/procedures and 
state/federal regulations. 
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Interstate Leaders Camp Verde Unified School Camp Verde Unified School 
Licensure Consortium principal job criteria principal Critical Work 
Standards (ISLLC)a and descriptors Activity (CWA) 
6K.4. the political, social 
cultural, and economic 
systems and processes that 
impact schools. 
6K.5. models and strategies 
of change and conflict 
resolution as applied to the 
larger political» social, 
cultural and economic 
contexts of schooling. 
6K.6. global issues and 
forces affecting reaching 
and learning. 
6K.7. the dynamics of 
policy development and 
advocacy under our 
democratic political 
system. 
6K.8. the importance of 
diversity and equity in a 
democratic society. 
PR 4f„ Adapts to and supports 
change. 
Supports improved 
instruction 
PR 8c. Participates in the 
development and review of 
school policies and regulations. 
PR 8c. Participates in the 
development and review of 
school policies and regulations. 
Works with policy strategy 
Assists with standards 
for student conduct 
Writes federal state, and 
local reports 
8 domains 4 domains were used 2 domains were time 
logged 
Dispositions 
The administrator believes iru 
values, and is committed to: 
6D.1. education as a key to 
opportunity and social 
mobility. 
6D.2- recognizing a variety 
of ideas, values, and cultures. 
6D.3. importance of a JSR I If. Serves as liaison Maintains community 
continuing dialogue. between the school, staff relations 
smHenfc anH community 
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Interstate Leaders 
Licensure Consortium 
Standards (ISLLC)a 
Camp Verde Unified School 
principal job criteria 
and descriptors 
Camp Verde Unified School 
principal Critical Work 
Activity (CWA) 
6D.4. actively participating 
in the political and policy­
making context in the service 
of education. 
6D.5. using legal systems to 
protect student rights and 
improve student opportunities. 
5 domains 1 domain was used 1 domain was time logged 
Performance 
The administrator facilitates. 
processes, and engages in 
activities ensuring that: 
6P.I. the environment in 
which schools operate is 
influenced on behalf of 
students and their families. 
6P_2. communication 
occurs among the school 
community concerning 
trends, issues, and potential 
changes in the environment 
in winch schools operate. 
6P3. there is ongoing 
dialogue with representa­
tives of diverse community 
groups. 
PR 2. Demonstrates effective 
communication skills. 
PR 2a. Uses written and oral 
communication professionally. 
JSR11. Maintains schoot-
cnmmimrtv relations. 
PR 5b. Follows all district 
policies/procedures relating 
to personnel practices. 
PR 8. Acts in accordance 
with district policies/ 
procedures/philosophies 
and state/federal regulations. 
Conducts parent con­
ferences/concerns 
Conducts student 
conferences 
Attends student meetings 
(groups) 
Attends staff meetings 
Does staff meeting 
planning 
Attends student meetings 
(groups) 
Conducts parent con­
ferences/concerns 
Maintains community 
relations 
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Interstate Leaders Camp Verde Unified School Camp Verde Unified School 
Licensure Consortium principal job criteria principal Critical Work 
Standards (ISLLC)a and descriptors Activity (CWA) 
6P.4. the school community 
works within the framework 
of policies, laws, and 
regulations enacted bv 
local, state, and federal 
authorities. 
6P.5. public policy is 
shaped to provide 
quality education for 
students. 
6P.6. lines of communi­
cation are developed 
with decision makers 
outside the school 
community. 
PR 5b. Follows all district 
policies/procedures relating 
to personnel practices. 
PR 5c. Maintains and submits 
appropriate records and reports. 
PR 8. Acts in accordance with 
district policies/procedures/ 
philosophies and stale/federal 
regulations. 
PR 8a. Consistently follows, 
maintains, and conforms to 
district policies/procedures 
and state/federal regulations. 
Works with policy strategy 
JSR11. Maintains school-
community relations. 
Works with policy strategy 
Maintains community 
relations 
6 domains 
19 total domains in 
Standards 
180 total domains are 
in Standards 1—6 
6 domains were used 
11 total domains were 
used in Standard 6 
121 total domains were 
used in Standards 1—6 
67 percent of the domains 
were used in Standards 1-6 
6 domains were time 
logged 
9 total domains were 
time logged in 
Standard 6 
66 total domains were 
time logged in 
Standards 1-6 
37 percent of the domains 
were time logged in 
Standards 1-6 
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safe, efficient, and effective learning environment" (Interstate Leaders Licensure 
Consortium, 1996). 
From the other perspective. Standard 6 had the least amount of matches of the job 
criteria and descriptors to the ISLLC domains. There were 11 domains out of 19 total 
domains matched in This standard, which is a 58 percent matrh Standard 6 states, "A school 
administrator is an educational leader who promotes the success of all students by 
understanding, responding to, and influencing the larger political, social, economic, legal, 
and cultural context" (Interstate Leaders Licensure Consortium, 1996). 
The third column of Table 23 lists the district's time logging and how it compared to 
the job criteria and descriptors (as also shown in Table 22). These time logging activities are 
aligned with the ISLLC Standards found in the first column. There were 66 domains out of 
180 that had time logging, or 37 percent, that matched Camp Verde's principal time logging. 
Of the 52 activities that principals time logged in Camp Verde, all but four activities matched 
at least one of the domains of the ISLLC Standards. These four activities were Vocational 
Education department meetings, student insurance program dance, and bus tickets. These 
four also did not march Camp Verde's principal job criteria and descriptors as was revealed 
in Table 21. 
West Des Moines Community School District 
The Critical Work Activity (CWA) time logging sheets for principals in the West Des 
Moines Community School District were destroyed in a flood when they were stored by the 
Iowa State University School Improvement Model (SIM). Because of this the first six 
research questions will not be able to be answered. 
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1. What do most principals spend the majority of their school-focused time on during 
a typical school day? 
2. What do most principals spend the majority of their school-focused time on outside 
of the typical school day? 
3. What time logged activities were not present in the three districts ' expectations for 
principals? 
4. Are the districts ' performance criteria and descriptors congruent with what 
principals actually spend their time doing? 
5. Were some performance criteria not performed by principals as measured by time 
logging results? 
6. Are there any principal performance criteria that are inappropriate because no 
time was spent on them? 
How do the three school districts 'job criteria and descriptors and time togging 
align with the national standards (ISLLC)? 
Because of the unavailability of the principal time logging data, research question 7 
will not be able to be answered in its entirety in this study. Instead, the focus will be only on 
the alignment of the West Des Moines Community School District's principal job criteria 
and descriptors to the ISLLC Standards, as shown in Table 23. 
Table 18 (Davenport School District) and Table 23 (Camp Verde Unified School 
District) show that the ISLLC Standards are divided into 180 domains with the headings of 
Knowledge. Dispositions, and Performance. These domains are found in the first column of 
Table 24. As in Tables 18 and 23. the total number of domains is listed at the conclusion of 
each of the six standards in Table 24. 
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The West Des Moines School District's job criteria and descriptors are located in the 
second column of Table 24. Unlike the other two school districts, two different levels of job 
criteria and descriptor were used in this study—the elementary and the high school version. 
The other two school districts used the same job criteria and descriptors for all of their 
principals, regardless of the level of students that they were working with. 
In Table 24. this differentiation is designated by HS for the High School job criteria and 
descriptors and ES for the Elementary School job criteria and descriptors. As the data were 
analyzed for matches to the ISLLC Standards, these two different West Des Moines job 
criteria and descriptors were combined, thus making a total of 110 different expectations for 
principals. Between the two different levels of administration, the job criteria and descriptors 
could be applicable to either level, thus the combination of the two was possible. 
Each of the 110 West Des Moines principal job criteria and descriptors were matched 
to at least one of the domains of the ISLLC Standards. There were 129 ISLLC domains that 
had matches to the 110 West Des Moines job criteria and descriptors. The West Des Moines 
School District thus had 72 percent of the ISLLC domains that had matches to their job 
criteria and descriptors. This percentage was the highest of the three districts that were used 
in this study. (The Davenport School District matched 65 percent of the ISLLC domains to 
its job criteria and descriptors and the Camp Verde School District matched 67 percent of the 
ISLLC domains to its job criteria and descriptors.) 
8. How were actual activities related to the expectations of the ISLLC Standards? 
Because of the unavailability of the Critical Work Activity (CWA) time logging sheets 
for principals in the West Des Moines Community School District, this question cannot be 
answered since there are no data available. 
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Table 24. The alignment of West Des Moines School District's job criteria and descriptors 
with the Interstate Leaders Licensure Consortium Standards (ISLLC) 
Interstate Leaders Licensure West Des Moines Community School 
Consortium Standards (ISLLC) principal job criteria and descriptors 
Standard 1. A school administrator is an educational leader who promotes the success 
of all students by facilitating the development, articulation, 
implementation, and stewardship of a vision of learning that is shared and 
supported by the school community. 
Knowledge 
The admirdstrcaor has knowledge 
and understanding of: 
IK.1. learning goals m a pluralistic society. 
1EL2. the principles of developing and 
implementing strategic plans. 
1K.3. systems theory. 
IK.4. information sources, data collection. 
and data analysis strategies. 
1K.5. effective communication. 
ESa 4. Effectively utilizes test data at 
the building and/or district level; 
interprets same to staff and develops 
strategy to facilitate improvement. 
ES 17. Maintains and checks for 
accuracy, records and reports as 
needed/required. 
HSb 2i. Maintains and submits 
accurate records and reports on time. 
HS 8a. Observes classrooms to 
gather data about curriculum. 
HS 1 la. Reviews cumulative grade 
data. 
HS lie. Monitors individual student 
achievement levels. 
ES 10. Maintains an open line of 
communication with staff students, 
and parents. 
ES 21. Attends board meetings as 
requested to serve as a resource 
person to the superintendency and 
board. 
*ES = Elementary School job criteria and descriptors. 
bHS = High School job criteria and descriptors. 
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Table 24. Continued 
Interstate Leaders Licensure West Des Moines Community School 
Consortium Standards (ISLLC) principal job criteria and. descriptors 
IK.6. effective consensus-building and 
negotiation skills. 
HS Ic. Promotes the vision, 
direction, and focus for student 
learning. 
HS 3c. Communicates effectively 
with staff students, parents, and 
community members. 
HS 4f. Communicates the vision of 
the district. 
HS 5b. Provides a climate for open 
and effective communication. 
HS 5b. Provides a climate for open 
and effective communication. 
ES 7. Schedules and conducts such 
faculty meetings and/or stagings as 
needed to facilitate strong vertical 
and horizontal communications/ 
articulation. 
HS 12b. Effectively communicates 
school policies and regulations 
which govern student conduct. 
HS 13b. Organizes and publishes a 
student activities calendar. 
HS 2f. Invites and encourages those 
who have a stake in the task to 
education to share in the decision­
making process. 
HS 5e. Acknowledges the rights of 
others to hold differing views and 
values. 
ES 24. Works cooperatively with all 
work units. 
6 domains 3 domains were used 
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Table 24. Continued 
Interstate Leaders Licensure West Des Moines Community School 
Consortium Standards (ISLLC) principal job criteria and descriptors 
Dispositions 
The admirdstrcaor believes in, 
values, and is committed to: 
LD.l. the educabilrty of all. HS la. Keeps service to students as 
primary goal. 
HS 1. Creates an environment which 
enables members of the learning 
community to contribute the full 
range of then talent. 
HS 1c. Promotes the vision, 
direction, and focus for student 
learning. 
HS I lb. Participates, as appropriate, 
in diagnostic evaluation meetings to 
develop a program for individual 
student needs. 
HS 11c. Monitors individual student 
achievement levels. 
ID-2. a school vision of high standards ES 22. Maintains professional 
of learning. growth through graduate work, 
professional organizations, seminars, 
and/or related professional literature. 
HS 1. Creates an environment which 
enables members of the learning 
community to contribute the full 
range of then talent 
HS 2. Coordinates resources and 
offers support so members of the 
learning community can be creative 
in providing a world-class education 
for students. 
HS 3. Exercises leadership in 
assessing and improving the quality 
of educational programming and 
long-range goals (continuous 
improvement). 
HS 10. Creates optimum conditions 
for teaching and learning. 
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Table 24. Continued 
Interstate Leaders Licensure West Des Moines Community School 
Consortium Standards (ISLLC) principal job criteria and descriptors 
ID J. continuous school improvement. 
HS 10a. Aligns staffs beliefs and 
behaviors with district's guiding 
principles and building's vision and 
mission statement. 
HS lc. Promotes the vision, 
direction, and focus for student 
learning. 
ES 4. Effectively utilizes test data at 
the building and/or district level; 
interprets same to staff and develops 
strategy to facilitate improvement. 
HS 1. Creates an environment which 
enables members of the learning 
community to contribute the full 
range of their talent. 
HS lc. Promotes the vision, 
direction, and focus for student 
learning.. 
HS 2. Coordinates resources and 
offers support so members of the 
learning community can be creative 
in providing a world-class education 
for students. 
HS 2c. Coordinates performance 
improvement.. 
HS 3. Exercises leadership in 
assessing and improving the quality 
of educational programming and 
long-range goals (continuous 
improvement). 
HS 3b. Promotes, demonstrates, 
models, and uses the improvement 
initiatives of the district with the 
community of learners. 
HS 6b. Follows a systematic plan for 
attaining professional growth. 
HS 10. Creates optimum conditions 
for teaching and learning. 
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Table 24. Continued 
Interstate Leaders Licensure 
Consortium Standards (ISLLC) 
West Des Moines Community School 
principal job criteria and descriptors 
ID.4. the inclusion of all members of the 
school community. 
1D.5. ensuring that students have the 
knowledge, skills, and values needed to 
become successful adults. 
1D.6. a willingness to continuously examine 
one's own assumptions, beliefs, and practices. 
1D.7. doing the work required for high levels 
of personal and organization performance. 
ES 2. Serves as liaison between the 
school staff, students, and 
community. 
HS 2e. Encourages members of the 
learning community to take risks to 
meet the needs of students. 
HS 4b. Provides opportunities for 
community members to contribute to 
the educational program. 
HS la. Keeps service to students as 
primary goal. 
HS I lc. Monitors individual student 
achievement levels. 
HS 12c. Consistently enforces 
consequences for student infractions 
of school policies and regulations. 
ES 22. Maintains professional 
growth through graduate work, 
professional organizations, seminars, 
and/or related professional literature. 
HS 6. Engages in professional 
growth, activities. 
ES 22. Maintains professional 
growth through graduate work, 
professional organizations, seminars, 
and/or related professional literature. 
HS I. Creates an environment which 
enables members of the learning 
community to contribute the full 
range of their talents. 
HS 1<L Develops and follows a plan 
for self-improvement which 
promotes both personal and 
organizational goals. 
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Table 24. Continued. 
West Des Moines Community School 
principal job criteria and descriptors 
HS 3. Exercises leadership in 
assessing and improving the quality 
of educational programming and 
long-range goals (continuous 
improvement). 
HS 6. Engages in professional 
growth activities. 
HS 6b. Follows a systematic plan for 
attaining professional growth. 
HS 8. Provides leadership in 
curriculum development, 
implementation, and evaluation. 
ES 20. Serves as a contributing 
member of the administrative 
leadership team and other 
committees as assigned. 
7 domains 7 domains were used 
Interstate Leaders Licensure 
Consortium Standards (ISLLC) 
Performance 
The administrator facilitâtes, processes, 
and engages in activities ensuring that: 
IP.I. the vision and mission of the school are HS lc. Promotes the vision, drrec-
effectively communicated to staff, parents, don, and focus for student learning, 
students, and community members. HS 3c. Communicates effectively 
with staff. students, parents, and 
community members. 
HS 4f. Communicates the vision of 
the district.. 
ES 7. Schedules and conducts such 
faculty meetings and/or staffmgs as 
needed to facilitate strong vertical 
and hnTtynrrtal communications/ 
articulation. 
HS 12b. Effectively communicates 
school policies and regulations 
which govern student conduct. 
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Table 24. Continued 
Interstate Leaders Licensure West Des Moines Community School 
Consortium. Standards (ISLLC) principal job criteria and descriptors 
1P.2_ the vision and mission are communicated 
through the use of symbols, ceremonies, stories, 
and similar activities. 
1P3. the core beliefs of the school vision are 
modeled for all stakeholders. 
ÎP.4. the vision is developed with and among 
stakeholders. 
IP.5. the contributions of school community 
members to the realization of the vision are 
recognized and celebrated. 
IP.6. progress toward the vision and mission 
is communicated to all stakeholders. 
1P.7. the school community is involved in 
school improvement efforts. 
HS lc. Promotes the vision, 
direction, and focus for student 
learning. 
HS 3b. Promotes, demonstrates, 
models, and uses the improvement 
initiatives of the district with the 
community of learners. 
ES 9. Provides opportunity for parent 
and résidait involvement in advisory 
and activities. 
HS 2f. Invites and encourages those 
who have a stake in the task to 
educate to share in the decision­
making process. 
HS 4a. Supports district-wide and 
building- or department-level public 
relations activities. 
HS 3c. Communicates effectively 
with staff, students, parents, and 
community members. 
HS 4f. Communicates the vision of 
the district. 
HS 1. Creates an environment which 
enables members of the learning 
community to contribute the full 
range of their talent 
HS lc. Promotes the vision, 
direction, and focus for student 
learning. 
HS 2. Coordinates resources and 
offers support so members of the 
learning community can be creative 
in providing a world-class education 
for students. 
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Table 24. Continued 
Interstate Leaders Licensure 
Consortium Standards (ISLLC) 
West Des Moines Community School 
principal job criteria and descriptors 
IP.8. the vision shapes the educational 
principles. 
IP.9. an implementation plan is developed 
in which objectives and strategies to achieve 
the vision and goals are clearly articulated. 
HS 2c. Coordinates performance 
improvement. 
HS 3. Exercises leadership in 
assessing and improving the quality 
of educational programming and 
long-range goals (continuous 
improvement). 
HS 3b. Promotes, demonstrates, 
models, and uses the improvement 
initiatives of the district with the 
community of learners. 
HS 6b. Follows a systematic plan for 
attaining professional growth. 
HS 10. Creates optimum conditions 
for teaching and learning. 
HS 10a. Aligns staffs beliefs and 
behaviors with district's guiding 
principles and building's vision and 
mission statement. 
HS 10a. Aligns staffs beliefs and 
behaviors with district's guiding 
principles and building's vision and 
mission statement programs, plans, 
and actions. 
ES I. Organizes and supervises 
programs, personnel, facilities, and 
supplemental activities. 
HS 2. Coordinates resources and 
offers support so members of the 
learning community can be creative 
in providing a world-class education 
for students. 
HS 3. Exercises leadership in 
assessing and improving the quality 
of educational programming and 
long-range goals (continuous 
improvement). 
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Table 24. Continued 
Interstate Leaders Licensure West Des Mornes Community School 
Consortium Standards (ISLLC) principal job criteria and descriptors 
IP.10. assessment data related to student 
learning are used to develop the school 
vision and goals. 
IP.I I. relevant demographic data pertaining 
to students and their families are used in 
developing the school mission and goals. 
IP. 12. barriers to achieving the vision are 
identified, clarified, and addressed. 
1P.13. needed resources are sought and obtained 
to support the implementation of the school 
mission and goals. 
IP.14. existing resources are used in support of 
the school vision and goals. 
HS 3a. Coordinates and implements 
district, building, and/or program 
goals. 
HS 6b. Follows a systematic plan for 
attaining professional growth. 
ES 4. Effectively utilizes test data at 
the building and/or district level; 
interprets same to staff and develops 
strategy to facilitate improvement. 
HS 11. Evaluates student progress/ 
needs. 
HS I la. Reviews cumulative grade 
data. 
HS I lc. Monitors individual student 
achievement levels. 
ES 5. Monitors progiams for 
evaluating student progress toward 
stated instructional objectives. 
HS 12. Utilizes effective practices to 
promote desirable student conduct. 
HS 12c. Consistently enforces 
consequences for student infractions 
of school policies and regulations. 
HS 4b. Provides opportunities for 
community members to contribute 
to the educational program 
HS 15a. Advocates for funding. 
HS 10b. Assists in obtaining 
resources for student achievement. 
HS 2. Coordinates resources and 
offers support so members of the 
learning community ran be creative 
in providing a world-class education 
for students. 
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Table 24. Continued 
Interstate Leaders Licensure West Des Moines Community School 
Consortium Standards (ISLLC) principal job criteria and descriptors 
IP.15. the vision, mission, and implementation 
plans are regularly monitored, evaluated, and 
revised. 
15 domains 12 domains were used 
28 total domains are in Standard 1 22 total domains were used in 
Standard 1 
Standard 2. A school administrator is an educational leader who promotes the success 
of all students by advocating, nurturing, and sustaining a school culture 
and instructional program conducive to student learning and staff 
professional growth. 
Knowledge 
The administrator has knowledge 
and understanding of : 
2K-1. student growth and development. 
2K.2. applied learning theories. 
2K.3. applied motivational theories. 
2K.4. curriculum design, implementation, evaluation, ES 1. Organizes and supervises 
and refinement. programs, personnel, facilities, and 
supplemental activities. 
ES 5. Monitors programs for 
evaluating student progress toward 
stated instructional objectives. 
ES 23. Provides administrative 
leadership as an advisor to, or a 
facilitator for, assigned curricular 
area(s). 
HS e. Exercises leadership in 
assessing and improving the quality 
of educational programming and 
long-range goals. 
HS 8. Provides leadership in 
curriculum development, 
implementation, and evaluation. 
Table 24. Continued 
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Interstate Leaders Licensure West Des Moines Community School 
Consortium Standards (ISLLC) principal job criteria and descriptors 
2K.5. principles of effective instruction. 
2K.6. measurement, evaluation, and 
assessment strategies. 
2K.7. diversity and its meaning for 
educational programs. 
2K.8. adult learning and professional 
development models. 
2K.9. the change process for systems, 
organizations, and individuals. 
2K.I0. the role of technology in promoting 
student learning and professional growth. 
HS 8a. Observes classrooms to 
gather data about curriculum. 
HS 8. Works toward articulation of 
curriculum goals and objectives. 
HS 8c. Organizes curriculum 
evaluation process. 
HS 8<L Makes appropriate 
curriculum recommendations and/or 
decisions. 
ES 23. Provides administrative 
leadership as an advisor to, or a 
facilitator for, assigned cumcular 
area(s). 
HS 9. Supervises and devaluates for 
improvement of instruction. 
HS 9b. Observes teaching behaviors 
in the classroom. 
ES 5. Monitors programs for 
evaluating student progress toward 
stated instructional objectives. 
HS 5e. Acknowledges the rights of 
others to hold differing views and 
values. 
HS 6. Engages in professional 
growth activities. 
HS 6b. Follows a systematic plan for 
attaining professional growth. 
HS Id. Develops and follows a plan 
for self-improvement which 
promotes both personal and 
organizational goals. 
HS 5c. Adapts to and supports 
organizational change. 
Table 24. Continued 
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Interstate Leaders Licensure 
Consortium Standards (ISLLC) 
2K.11. school cultures 
11 domains 
West Des Moines Community School 
principal job criteria and descriptors 
HS 1. Creates an environment which 
enables members of the learning 
community to contribute the full 
range of their talent 
HS 5b. Provides a rltmate for open 
and effective communication. 
HS 5<L Demonstrates fairness and 
consistency in HeaKng with staff, 
students, and school community. 
HS 5j. Promotes an environment to 
encourage cooperation among staff. 
7 domains were used 
Dispositions 
The administrator believes in. 
values, and is committed to: 
2D.I. student learning as the fundamental 
purpose of schooling. 
2D3. the proposition that all students can learn 
2D3. the variety of ways in which students 
can learn. 
2D.4. lifelong learning for self and others. 
HS lie. Reviews student learning 
and its relationship with appropriate 
curriculum instruction. 
HS 2e. Encourages members of the 
learning community to take risks to 
meet the needs of students. 
ES 22. Maintains professional 
growth through graduate work, 
professional organizations, seminars, 
and/or related professional literature. 
HS 6. Engages in professional 
growth activities. 
HS 6a. Participates in staff 
development 
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Table 24. Continued 
Interstate Leaders Licensure 
Consortium Standards (ISLLC) 
West Des Moines Community School 
principal job criteria and descriptors 
2D.5. professional development as an 
integral part of school improvement. 
2D .6. the benefits that diversity brings 
to the school community. 
2D.7. a safe and supportive leammg environment. 
ES 6. Works cooperatively with 
Human Resources and staff in 
designing and providing effective 
staff development programs. 
HS 6. Engages in professional 
growth activities. 
HS 6a. Participates in staff 
development. 
HS Id. Develops and follows a plan 
for self-improvement which 
promotes both personal and 
organizational goals. 
HS 9e. Assists staff in writing 
professional growth plans. 
HS 5e. Acknowledges the right so 
others to hold differing views and 
values. 
ES 11. Administers the safety and 
health procedures for personnel and 
students, and the safety and security 
procedures for building, equipment, 
and grounds m cooperation with the 
HS 51. Promotes an environment to 
encourage cooperation among staff. 
HS 12. Utilizes effective practices to 
promote desirable student conduct. 
HS 12a. Assists teachers and parents 
in setting appropriate standards for 
student conduct. 
HS 12c. Consistently enforces 
consequences for student infractions 
of school policies and regulations. 
HS 14. Recommends and monitois a 
improvement. 
HS 14b. Inspects plant facilities to 
check conditions. 
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Table 24. Continued 
Interstate Leaders Licensure West Des Moines Community School 
Consortium Standards (ISLLC) principal job criteria and descriptors 
2D.8. preparing students to be contributing 
members of society. 
8 domains 5 domains were used 
Performance 
The administrator facilitates, processes, 
and engages in activities ensuring that: 
2P.1. all individuals are treated with fairness, 
dignity, and respect. 
2PJ2. professional development promotes 
a focus on student leammg consistent with 
the school vision and goals. 
HS 5d. Demonstrates fairness and 
consistency in dealing with staff, 
students, and school community. 
HS 5e. Acknowledges the rights of 
others to hold differing views and 
values. 
ES 6. Provides opportunity for parent 
and resident involvement m advisory 
and volunteer activities. 
ES 22. Maintains professional 
growth through graduate work, 
professional organizations, seminars, 
and/or related professional literature. 
HS Id. Develops and follows a plan 
for self-improvement which 
promotes both personal and 
organizational goals. 
HS 6. Engages in professional 
growth activities. 
HS 6a. Participates in staff 
development. 
HS 6b. Follows a systematic plan for 
attaining professional growth. 
HS 6c. Stays current with job-related 
trends. 
HS 9e. Assists staff in writing 
professional growth plans. 
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Table 24. Continued 
Interstate Leaders Licensure West Des Moines Community School 
Consortium Standards (ISLLC) principal job criteria and descriptors 
2P.3- students and staff feel valued and 
important. 
2P.4. the responsibilities and contributions 
of each individual are acknowledged. 
2P.5. barriers to student learning are 
identified, clarified, and addressed. 
2P.6. diversity is considered in developing 
learning experiences. 
2P.7. lifelong learning is encouraged and 
modeled. 
HS 13a. Promotes recognition of 
students' participation and 
achievement (academic, arts, 
activities, and athletics). 
HS 13b. Promotes recognition of 
students' participation and 
achievement (academic, arts, 
activities, and athletics). 
ES 11. Administers the safety and 
health procedures for personnel and 
students, and the safety and security 
procedures for building, equipment, 
and grounds in cooperation with the 
district's maintenance department 
HS 1 lb. Participates, as appropriate, 
in diagnostic evaluation meetings to 
develop a program for individual 
student need. 
HS 12. Utilizes effective practices to 
promote desirable student conduct. 
HS 12c. Consistently enforces 
consequences for student infractions 
of school policies and regulations. 
HS 5£ Acknowledges the rights of 
others to hold differing views and 
values. 
ES 6. Works cooperatively with 
Human Resources and staff in 
Hpxtfgnfng and providing effective 
staff development programs. 
ES 22. Maintains professional 
growth through graduate work, 
professional organizations, seminars, 
and/or related professional literature. 
HS I. Creates an environment which 
enables members of the learning 
community to contribute the foil 
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Table 24. Continued 
Interstate Leaders Licensure West Des Moines Community School 
Consortium Standards (ISLLC) principal job criteria and descriptors 
2P.8. there is a culture of high expectations 
for self, student, and staff performance. 
range of their talent (personalize 
learning). 
HS 2. Coordinates resources and 
offers support so members of the 
learning community can be creative 
in providing a world-class education 
for students (optimum use of 
resource). 
HS 2a. Coordinates performance 
improvement. 
HS 3. Exercises leadership in 
assessing and improving the quality 
of educational programming and 
long-range goals (continuous 
improvement). 
HS 6. Engages in professional 
growth activities. 
HS 6a. Participates in staff 
development. 
HS 6b. Follows a systematic plan for 
attaining professional growth. 
HS 1. Creates an environment which 
enables members of the learning 
community to contribute the full 
range of their talent. 
HS 1c. Promotes the vision, 
direction, and focus for student 
learning. 
HS 2. Coordinates resources and 
offers support so members of the 
teaming community can be creative 
providing a world-class education for 
students (optimum use of resources). 
HS 3. Exercises leadership in 
assessing and improving the quality 
of educational programming and 
long-range goals (continuous 
improvement). 
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Table 24. Continued 
Interstate Leaders Licensure West Des Moines Community School 
Consortium Standards (ISLLQ principal job criteria and descriptors 
2P.9. technologies are used in teaching 
and learning. 
2P.I0. student and staff accomplishments 
are recognized and celebrated. 
2P.11. multiple opportunities to learn are 
available to all students. 
2P.I2. the school is organized and aligned 
for success. 
2P.13. curricuiar, co-curricuiar, and extra­
curricular programs are designed, 
implemented, evaluated, and refined. 
HS 3b. Promotes, demonstrates, 
models, and uses the improvement 
initiatives of the district with the 
community of learners. 
HS 6b. Follows a systematic plan for 
attaining professional growth. 
ES 23. Provides administrative 
leadership as an advisor to, or a 
facilitator for, assigned curricuiar 
area(s). 
HS 13a. Promotes recognition of 
students' participation and 
achievement (academic, arts, 
activities, and athletics). 
HS I lb. Participates, as appropriate, 
in diagnostic evaluation meetings to 
develop a program for individual 
student need. 
ES I. Organizes and supervises 
programs, personnel, facilities, and 
supplemental activities. 
ES 3. Assumes leadership role in 
cooperatively developing 
philosophy, curriculum teaching 
strategies, and in identifying short-
and long-term educational needs at 
the building and district levels. 
ES 5. Monitors programs for 
evaluating student progress toward 
stated instructional objectives. 
ES 23. Provides administrative 
leadership as an advisor to, or a 
facilitator for, assigned curricuiar 
area(s). 
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Table 24. Continued 
Interstate Leaders Licensure 
Consortium Standards (ISLLQ 
West Des Moines Community School 
principal job criteria and descriptors 
2P.14. curriculum decisions are based on 
research, expertise of teachers, and the 
recommendations of learned societies. 
2P.I5. the school culture and climate 
are assessed on a regular basis. 
2P.16. a variety of sources of information 
is used to make decisions. 
HS 8. Provides leadership in 
curriculum, development, 
implementation, and evaluation. 
HS 8a. Observes classrooms to 
gather data about curriculum. 
HS 8b. Works toward articulation of 
curriculum goals and objectives. 
HS 8c. Organizes curriculum 
evaluation process. 
HS 8d. Makes appropriate 
curriculum recommendations and/or 
decisions. 
ES 3. Assumes leadership role in 
cooperatively developing 
philosophy, curriculum, teaching 
strategies, and in identifying short-
and long-term, educational needs at 
the building and district level. 
HS I le. Reviews student learning 
and its relationship with appropriate 
levels of curriculum instruction. 
HS 8<L Makes appropriate 
curriculum recommendations and/or 
decisions. 
ES 4. Provides opportunity for parent 
and resident involvement in advisory 
and volunteer activities. 
HS 2f. Invites and encourages those 
who have a stake in the task to 
educate to share in the decision­
making process. 
HS 1 Id. Monitors the administration 
of the testing program. 
HS I If. Seeks relevant student 
feedback. 
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Table 24. Continued 
Interstate Leaders Licensure West Des Moines Community School 
Consortium Standards (ISLLC) principal job criteria and descriptors 
2P.17. student learning is assessed 
using a variety of techniques. 
2P.18. multiple sources of information 
regarding performance are used by staff 
and students. 
2P.19. a variety of supervisory and 
evaluation models is employed. 
2P.20. pupil personnel programs are 
developed to meet the needs of students 
and their families. 
ES 5. Monitors programs for 
evaluating student progress toward 
stated instructional objectives. 
HS 1 Id. Monitors the administration 
of the testing program. 
ES 5. Monitors programs for 
evaluating student progress toward 
stated instructional objectives. 
HS 1 Id. Monitors the administration 
of the testing program. 
ES 5. Monitors programs for 
evaluating student progress toward 
stated instructional objectives. 
ES 14. Evaluates certified and 
classified personnel in accordance 
with board policies and 
administrative guidelines; conducts 
appropriate follow-up with notation 
to personnel file. 
HS 2b. Evaluates the performance of 
personnel as requested. 
HS 2c. Coordinates performance 
improvement. 
HS 9. Supervises and evaluates for 
improvement of instruction. 
HS 9a. Analyzes lesson plans. 
HS 9b. Observes teaching behaviors 
in the classroom. 
HS 9c. Coaches and counsels staff. 
HS 9cL Evaluates staff performance. 
HS 9e. Assists staff in writing 
professional growth plans. 
HS 1 lb. Participates, as appropriate, 
in diagnostic evaluation meetings to 
develop a program for individual 
student needs. 
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Table 24. Continued 
Interstate Leaders Licensure 
Consortium. Standards (ISLLC) 
West Des Moines Community School 
principal job criteria and descriptors 
20 domains 
39 total domains are in Standard 2 
ES 1. Organizes and supervises 
programs, personnel, facilities, and 
supplemental activities. 
ES 5. Monitors programs for 
evaluating student progress toward 
stated instructional objectives. 
17 domains were used 
29 total domains were used in 
Standard 2 
Standard 3. A school administrator is an educational leader who promotes the success 
of all students by ensuring management of the organization, operations, 
and resources for a safe, efficient, and effective learning environment. 
Knowledge 
The administrator has knowledge 
and understanding of: 
3K.1. theories and models of organizations 
and the principles of organizational development. 
3BL2. operational procedures at the school 
and district IeveL 
3K.3. principles and issues relating to school 
safety and security. 
ES I. Organizes and supervises 
programs, personnel, facilities, and 
supplemental activities. 
ES I. Organizes and supervises 
programs, personnel, facilities, and 
supplemental activities. 
ES 11. Administers the safety and 
health procedures for personnel and 
students, and the safety and security 
procedures for building, equipment, 
and grounds in cooperation with the 
district's maintenance department. 
HS 12. Utilizes effective practices 
to promote desirable student 
conduct. 
HS 12a. Assists teachers and 
parents in setting appropriate 
standards for student conduct. 
HS 14. Maintains physical facilities. 
Table 24. Continued 
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Interstate Leaders Licensure 
Consortium Standards (ISLLC) 
West Des Moines Community School 
principal job criteria and descriptors 
3K.4. human resources management and 
development. 
3K.5. principles and issues relating to 
fiscal operations of school management. 
HS 14a. Recommends and monitors 
a program of maintenance., repair, 
and improvement. 
HS 12b. Inspects plant facilities to 
check conditions. 
HS 2a. Assumes responsibility for 
hiring practices and employment 
status. 
HS 2b. Evaluates the performance 
of personnel as requested. 
HS 2c. Coordinates performance 
improvement. 
ES 14. Evaluates certified and 
classified personnel in accordance 
with board policies and 
administrative guidelines; conducts 
appropriate follow-up with notation 
to personnel file. 
ES 15. Participates in decisions to 
hire, promote, demote, transfer, 
suspend, or discharge per board 
policies and administrative 
guidelines; makes specific 
recommendations regarding 
positions and/or personnel for 
which directly responsible. 
HS 15. Administers the financial 
program. 
HS 15b. Coordinates budget 
development. 
HS 2g. Develops and administers 
budget. 
ES 13. Assists in budget 
development; makes 
recommendations in a timely 
manner for programs* staff, and 
building and grounds needs. 
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Interstate Leaders Licensure 
Consortium Standards (ISLLÇ) 
West Des Moines Community School 
principal job criteria and descriptors 
3K.6. principles and issues relating to 
school facilities and use of space. 
3K-7. legal issues impacting school operations. 
3K.8. current technologies that support 
management functions. 
8 domains 
ES 12. Establishes and effectively 
administers rules and regulations, 
and administers board policies 
pertaining to the welfare of 
students. 
ES 15. Participates in decisions to 
hire, promote, demote, transfer, 
suspend, or discharge per board 
policies and administrative 
guidelines; makes specific 
recommendations regarding 
positions and/or personnel for 
which directly responsible. 
6 domains were used 
Dispositions 
The administrator believes in, 
values, and is committed to: 
3D.I. making management decisions to 
enhance learning and teaching. 
HS 2. Coordmates resources and 
offers support so members of the 
learning community can be creative 
in providing a world-class education 
for students (optimum use of 
resource). 
HS 2a. Assumes responsibility for 
hiring practices and employment 
status. 
HS 2b. Evaluates the performance 
of personnel as requested. 
HS 2c. Coordinates performance 
improvement. 
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Interstate Leaders Licensure 
Consortium Standards (ISLLC) 
West Des Moines Community School 
principal job criteria and descriptors 
3D.2. taking risks to improve schools. 
3D3. trusting people and their judgments. 
3D.4. accepting responsibility. 
3D.5. high-quality standards, expectations, 
and performances. 
3D.6. involving stakeholders in management 
processes. 
3D.7. a safe environment. 
ES I. Organizes and supervises 
programs, personnel, facilities, and 
supplemental activities. 
ES 14. Evaluates certified and 
classified personnel in accordance 
with board policies and 
administrative guidelines; conducts 
appropriate follow-up with notation 
to personnel file. 
HS 2e. Encourages members of the 
learning community to take risks to 
meet the needs of students. 
HS 7. Demonstrates responsible 
conduct. 
HS 7a. Is punctual. 
HS 7c. Performs assigned 
supervisory duties. 
HS 7d. Completes administrative 
requests in a timely manner. 
HS 2. Coordinates resources and 
offers support so members of the 
learning community can be creative 
in producing a world-class 
education for students (optimum use 
of resource). 
HS 2f. Invites and encourages those 
who have a stake in the task of 
education to share in the decision­
making process. 
HS 4b. Provides opportunities for 
community members to contribute 
to the educational program. 
ES 11. Administers the safety and 
health procedures for personnel and 
students, and the safety and security 
procedures for building, equipment, 
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Interstate Leaders Licensure 
Consortium. Standards (ISLLQ 
7 domains 
West Des Moines Community School 
principal job criteria and descriptors 
and grounds in cooperation with the 
district's maintenance department. 
HS 12. Utilizes effective practices 
to promote desirable student 
conduct. 
HS 12a. Assists teachers and 
parents in setting appropriate 
standards for student conduct. 
HS 14. Maintains physical facilities. 
HS 14a. Recommends and monitors 
a program of maintenance, repair, 
and improvement. 
HS 12b. Inspects plant facilities to 
check conditions. 
6 domains were used 
Performance 
The administrator facilitates, processes, 
and engages in activities ensuring that: 
3P.1. knowledge of learning, teaching, and 
student development is used to inform 
management decisions. 
3P.2. operational procedures are designed 
and managed to maximize opportunities 
tor successful learning. 
ES 15. Participates in decisions to 
hire, promote, demote, transfer, 
suspend, or discharge per board 
policies and administrative 
guidelines; makes specific 
recommendations regarding 
positions and/or personnel for 
which directly responsible. 
Analyzes lesson plans. 
HS 16. Selects and supervises staff. 
HS 16a. Plans for short- and long-
term staffing needs. 
IB 16b. Recruits, interviews, and 
selects teachers and staff. 
ES 1. Organizes and supervises 
programs, personnel, facilities, and 
supplemental activities. 
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Interstate Leaders Licensure West Des Moines Community School 
Consortium Standards (ISLLC) principal job criteria and descriptors 
ES 13. Assists in budget 
development; makes 
recommendations in a timely 
manner for programs, staff, and 
building and grounds needs. 
HS 9. Supervises and evaluates for 
improvement of instruction. 
HS 11. Evaluates student progress/ 
needs. 
HS 12. Utilizes effective practices 
to promote desirable student 
conduct. 
HS 13. Supervises student activities. 
HS 14. Maintains physical facilities. 
HS 15. Administers the financial 
program. 
3P3. emerging trends are recognized, HS 6c. Stays current with job-
studies, and applied as appropriate. related trends. 
3P.4. operational plans and procedures to HS 9. Supervises and evaluates for 
achieve the vision and goals of the school improvement of instruction. 
are in place. HS 11. Evaluates student progress/ 
needs. 
HS 12. Utilizes effective practices 
to promote desirable student 
conduct. 
HS 13. Supervises student activities. 
HS 14. Maintains physical facilities. 
HS 15. Administers the financial 
program. 
ES 13. Assists in budget 
development; makes 
recommendations in a timely 
manner for programs, staff, and 
building anrf grounds needs. 
3P.5. collective bargaining and other ES 14. Evaluates certified and 
contractual agreements related to the school classified personnel in accordance 
are effectively managed. with board policies and 
administrative guidelines; conducts 
Table 24. Continued 
m 
Interstate Leaders Licensure West Des Moines Community School 
Consortium Standards (ISLLC) principal job criteria and descriptors 
3P.6. the school plant, equipment, and 
support systems operate safely, efficiently, 
and effectively. 
3P.7. time is managed to maximize 
attainment of organizational goals. 
appropriate follow-up with notation 
to personnel file. 
ES 15. Participates in decisions to 
hire, promote, demote, transfer, 
suspend, or discharge per board 
policies and administrative 
guidelines; makes specific 
recommendations regarding 
positions and/or personnel for 
which directly responsible. 
ES 15. Administers conditions of 
employment per collective 
bargaining agreements, board 
policies, and administrative 
guidelines. 
HS 2b. Evaluates the performance 
of personnel as requested. 
HS 2c. Coordinates performance 
improvement. 
HS 2h. Acts in accordance with 
master contract, district policy. 
HS 9b. Observes reaching behaviors 
in the classroom. 
HS 9c. Coaches and counsels staff. 
HS 9<L Evaluates staff performance. 
HS 9e. Assists staff in writing 
professional growth plans. 
HS 16. Selects and supervises staff 
HS 9c. Coaches and counsels staff 
HS 14. Maintains physical facilities. 
HS 14a. Recommends and monitors 
a program of maintenance, repair, 
and improvement. 
HS 14b. Inspects plant facilities to 
check conditions. 
HS 2L Maintains and submits 
accurate records and reports on 
time. 
Table 24. Continued 
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Interstate Leaders Licensure West Des Moines Community School 
Consortium Standards (ISLLC) principal job criteria and descriptors 
3P.8. potential problems and opportunities 
are identified. 
3P.9. problems are confronted and resolved 
in a timely manner. 
3P.I0. financial, human, and material 
resources are aligned to the goals of schools. 
3P. 11. the school acts entrepreneurial^  to 
support continuous improvement. 
3 P. 12. organizational systems are regularly 
monitored and modified as needed. 
3P-13. stakeholders are mvolved in decisions 
affecting schools. 
ES 17. Maintains and checks for 
accuracy, records, and reports as 
needed/required. 
HS 7<L Completes administrative 
requests in a timely manner 
HS 5h- Responds in a timely 
manner to parental concerns. 
HS 5L Promotes an environment to 
encourage cooperation among staff. 
HS 5h. Responds in a timely 
manner to parental concerns. 
HS 5L Promotes an environment to 
encourage cooperation among staff. 
ES 13. Assists in budget develop­
ment; makes recommendations in a 
timely manner for programs, staff, 
and building and grounds needs. 
HS 15. Administers the financial 
program. 
HS 15b. Coordinates budget 
development 
HS 4b. Provides opportunities for 
community members to contribute 
to the educational program. 
ES 3. Assumes leadership role in 
cooperatively developing 
philosophy, curriculum teaching 
strategies and in identifying short-
and long-term educational needs at 
the building and district levels. 
HS 8<L Makes appropriate 
curriculum recommendations and/or 
decisions. 
HS 4b. Provides opportunities for 
community members to contribute 
to the educational program. 
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Interstate Leaders Licensure West Des Moines Community School 
Consortium Standards (ISLLC) principal job criteria and descriptors 
3P.I4. responsibility is shared to maximize 
ownership and accountability. 
3P.I5. effective problem-framing and 
problem-solving skills are used. 
3P.I6. effective conflict resolution skills are used. 
3P. 17. effective group-process and consensus-
building skills are used. 
3P.18. effective communication skills are used. 
3P.19. a safe, clean, and aesthetically pleasing 
school environment is created and maintained. 
HS 2f. Invites and encourages those 
who bave a stake in the task to share 
in the decision-making process. 
HS 2d. Delegates authority and 
responsibility to subordinates. 
HS 5a. Interacts and relates 
effectively with others. 
ES 10. Maintains an open line of 
communication with staff, students, 
and parents. 
HS 1c. Promotes the vision, 
direction, and focus for student 
learning. 
HS 3c. Communicates effectively 
with staff, students, parents, and 
community members. 
HS 4f. Communicates the vision of 
the district. 
HS 5b. Provides a climate for open 
and effective communication. 
ES 7. Schedules and conducts such 
faculty meetings and/or staffings as 
needed to facilitate strong vertical 
and horizontal communications/ 
articulation. 
HS 12b. Effectively communicates 
school policies and regulations 
which govern student conduct. 
HS 13b. Organizes and publishes a 
student activities calendar. 
ES 11. Administers the safety and 
health procedures for personnel and 
students, and the safety and security 
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Table 24. Continued 
Interstate Leaders Licensure 
Consortium Standards (ISLLQ 
West Des Moines Community School 
principal job criteria and descriptors 
3P.20. human resource functions support the 
attainment of school goals. 
3P.21. confidentiality and privacy of school 
records are maintained. 
21 domains 
36 total domains are in Standard 3 
procedures for building, equipment, 
and grounds in cooperation with the 
district's maintenance department. 
HS 12. Utilizes effective practices 
to promote desirable student 
conduct. 
HS 12a. Assists teachers and 
parents in setting appropriate 
standards for student conduce 
HS 12c. Consistently enforces 
consequences for student infractions 
of school policies and regulations. 
HS 14. Recommends and monitors 
a piogram of maintenance, repair, 
and improvement. 
HS 14a. Recommends and monitors 
a program of maintenance, repair, 
and improvement. 
HS 14b. Inspects plant facilities to 
check conditions. 
ES 8. Develops appropriate 
schedules for faculty and students: 
works cooperatively in scheduling 
shared-time employees. 
HS 5f. Uses discretion in handling 
situations that require 
confidentiality. 
18 domains were used 
30 total domains were used in 
Standards 
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Table 24. Continued 
Interstate Leaders Licensure West Des Moines Community School 
Consortium Standards (ISLLC) principal job criteria and descriptors 
Standard 4. A school administrator is an educational leader who promotes the success 
of all students by collaborating with families and community members, 
responding to diverse community interests and needs, and mobilizing 
community resources. 
Knowledge 
The administrator has knowledge 
and understanding of: 
4K.L emerging issues and trends that 
potentially impact the school community. 
4K.2. the conditions and dynamics of the 
diverse school community. 
4K3- community resources. 
4K.4. community relations and marketing 
strategies and processes. 
4K.5- successful models of school, family, 
business, community, government, and 
higher educational partnerships. 
HS 6c. Stays current with job-
related trends. 
HS 5e. Acknowledges the rights 
of others to hold differing views and 
values. 
HS 14b. Provides opportunities for 
community members to contribute 
to the educational program. 
HS 4c. Maintains cooperative 
relationships with the news media. 
HS 4<L Works with public and 
private agencies. 
HS 4g. Promotes school as 
community resource. 
HS 4c. Maintains cooperative 
relationship with the news media. 
HS 4g. Promotes school as 
community resources. 
5 domains 4 domains were used 
Dispositions 
The administrator believes in, 
values, and is committed to: 
4D.1. schools operating as an integral part 
of the larger community. 
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Interstate Leaders Licensure West Des Moines Community School 
Consortium Standards (ISLLC) principal job criteria and descriptors 
4D.2. collaboration and communication with 
families. 
4D J. involvement of families and other 
stakeholders in school decision-making 
processes. 
4D.4. the proposition that diversity enriches 
the school. 
4D.5. families as partners in the education 
of their children. 
4D.6. the proposition that families have the 
best interests of their children in mind. 
4D.7. resources of the family and community 
needing to be brought to bear on the education 
of students. 
ES 2. Serves as liaison between the 
school staff, students, and 
community. 
ES 10. Maintains an open Kne of 
communication with staff, students, 
and parents. 
ES 18. Assists m preparation of 
summary reports and/or news 
releases and district-wide calendar 
information in cooperation with the 
director of school/community 
relations. 
ES 9. Provides opportunity for 
parent and resident involvement in 
advisory and volunteer activities. 
HS 2f. Invites and encourages those 
who have a stake in the task of 
education to share in the decision­
making process. 
HS 4b. Provides opportunity for 
parent and resident involvement in 
advisory and volunteer activities. 
HS 5e. Acknowledges the rights of 
others to hold differing views and 
values. 
HS 5a. Responds in a timely 
manner to parental concerns. 
ES 9. Provides opportunity for 
parent and resident involvement in 
advisory and volunteer activities. 
HS 4b. Provides opportunities for 
community members to contribute 
to the educational program. 
ES 9. Provides opportunity for 
parent and resident involvement in 
advisory and volunteer activities. 
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Interstate Leaders Licensure 
Consortium Standards (ISLLC) 
West Des Moines Community School 
principal job criteria and descriptors 
4D.8. an informed public ES 2. Serves as liaison between the 
school staff, students, and 
community. 
ES 10. Maintains an open line of 
communication with staff, students, 
and parents. 
ES 18. Assists in the preparation of 
summary reports and/or news 
releases and district-wide calendar 
information in cooperation with the 
director of school/community 
relations. 
ES 21. Attends board meetings as 
requested to serve as a resource 
person to the superintendence' and 
board. 
HS 1c. Promotes the vision, 
direction, and focus for student 
learning. 
HE 3c. Communicates effectively 
with staff, students, parents, and 
community members. 
HS 4f. Communicates the vision of 
the district. 
HS 5b. Provides a climate for open 
and effective communication. 
ES 7. Schedules and conducts such 
faculty meetings and/or staffings as 
needed to facilitate strong vertical 
and horizontal communications/ 
articulation. 
HS 12b. Effectively communicates 
school policies and regulations 
which govern student conduct. 
HS 13b. Organizes and publishes a 
student activities calendar. 
8 domains 6 domains were used 
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Interstate Leaders Licensure West Des Moines Community School 
Consortium Standards (ISLLC) principal job criteria and descriptors 
Performance 
The administrator facilitates, processes, 
and engages in activities ensuring that: 
4P. I. high visibility, active involvement, and 
communications with the larger community is 
apriority. 
4P .2. relationships with community leaders 
are identified and nurtured. 
4P3. information about family and community 
concerns, expectations, and needs is used 
regularly. 
4P.4. there is outreach to diffèrent business, 
religious, political, and service agencies and 
organizations. 
4P.5. credence is given to individuals and 
groups whose values and opinions may conflict. 
4P.6. the school and community serve one 
another as resources. 
HS 4e. Participates in community 
activities. 
HS 4b. Provides opportunities for 
community members to contribute 
to the educational program. 
ES 2. Serves as liaison between the 
school staff, students, and 
community. 
HS 4. Promotes the programs of the 
school district. 
HS 4d. Works with public and 
private agencies. 
HS 4b. Provides opportunities for 
community members to contribute 
to the educational program. 
HS 4e. Participates in community 
activities. 
HS 4g. Promotes the school as 
community resource. 
HS 5e. Acknowledges the rights of 
others to hold differing views and 
values. 
HS 4. Promotes the programs of the 
school district. 
HS 4<L Works with public and 
private agencies. 
HS 4b. Provides opportunities for 
community members to contribute 
to the educational program. 
HS 4e. Participates in community 
activities. 
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Interstate Leaders Licensure West Des Moines Community School 
Consortium Standards (ISLLC) principal job criteria and descriptors 
4P.7. available community resources are 
secured to help the school solve problems 
and achieve goals. 
4P.8. partnerships are established with 
area businesses, institutions of higher 
education, and community groups to strengthen 
programs and support school goals. 
4P.9. community youth family services are 
integrated with school programs. 
4P.10. community stakeholders are treated 
equitably. 
4P.11. diversity is recognized and valued. 
HS 4b. Provides opportunities for 
community members to contribute 
to the educational program. 
HS 4g. Promotes the school as 
community resource. 
HS 4. Promotes the programs of the 
school district. 
HS 4d. Works with public and 
private agencies. 
HS 4b. Provides opportunities for 
community members to contribute 
to the educational program. 
HS 4g. Promotes the school as 
community resource. 
HS 4. Promotes the programs of the 
school district 
HS 4d. Works with public and 
private agencies. 
HS 4b. Provides opportunities for 
community members to contribute 
to the educational program. 
HS 4e. Participates in community 
activities. 
HS 4b. Provides opportunities for 
community members to contribute 
to the educational pmgram 
HS 4g. Promotes the school as 
community resource. 
HS 5d. Demonstrates fairness and 
consistency in dealing with staff, 
students, and school community. 
HS 5e. Acknowledges the rights of 
others to hold differing views and 
values. 
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Interstate Leaders Licensure West Des Moines Community School 
Consortium Standards (ISLLQ principal job criteria and descriptors 
4P. 12. effective media relations are developed 
and maintained. 
4P.13. a comprehensive program of community 
relations is established. 
4P. 14. public resources and funds are used 
appropriately and wisely. 
4P.15. community collaboration is modeled 
for staff. 
4P.16. opportunities for staff to develop 
collaborative skills are provided. 
ES 18. Assists m the preparation of 
summary reports and/or news 
releases and district-wide calendar 
information in cooperation with the 
director of school/community 
relations. 
HS 4c. Maintains cooperative 
relationships with the news media. 
HS 4a. Supports district-wide and 
building- or development-level 
public relations activities. 
HS 4b. Provides opportunities for 
community members to contribute 
to the educational program. 
HS 4. Promotes the programs of the 
school district. 
HS 4b. Provides opportunities for 
community members to contribute 
to the educational program. 
HS 4. Promotes the programs of the 
school district. 
HS 4b. Provides opportunities for 
community members to contribute 
to the educational pmgram 
16 domams 
29 total domams are m Standard 4 
13 domams were used 
23 total domams were used in 
Standard 4 
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Interstate Leaders Licensure West Des Moines Community School 
Consortium Standards (ISLLC) principal job criteria and descriptors 
Standard 5. A school administrato r is an educational leader who promotes the success 
of all students by acting with integrity, fairness, and in an ethical manner. 
Knowledge 
The administrator has knowledge 
and understanding of: 
5K.1. the purpose of education and the role of 
leadership in modem society. 
5K.2. various ethical frameworks and 
perspectives on ethics. 
5K.3. the values of the diverse school community. HS 5e. Acknowledges the rights of 
others to hold differing values. 
5K.4. professional codes of ethics. HS 7. Demonstrates responsible 
conduct. 
5K.5. the philosophy and history of education. 
5 domains 2 domains were used 
Dispositions 
The administrator believes in, 
and is committed to: 
5D.I. the ideal of the common good. 
5D_2. the principles in the Bill of Rights. 
5D.3. the right of every student to a free. 
quality education. 
5D.4. bringing ethical principles to the 
decision-making process. 
5D_5 .subordinating one's own interest to the 
good of the school community. 
5D.6. accepting the consequences for upholding 
one's principles and actions. 
5D.7. using the influence of one's office 
constructively and productively in the service 
of all students and their families. 
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Interstate Leaders Licensure 
Consortium. Standards (ISLLC) 
West Des Moines Community School 
principal job criteria and descriptors 
5D.8. development of a caring school community. ES 7. Schedules and conducts such 
faculty meetings and/or stagings as 
needed to facilitate strong vertical 
and horizontal communication/ 
articulation. 
HS 5. Demonstrates human relations 
skills 
HS 5a. Interacts and relates 
effectively with others. 
HS 5b. Provides a climate for open 
and effective communication. 
HS 5<L Demonstrates fairness and 
consistency in dealing with staff, 
students, and school community. 
HS 5i. Promotes an environment to 
encourage cooperation among staff. 
8 domains 1 domain was used 
Performance 
The administrator: 
5P.I. examines personal and professional 
values. 
5PJL demonstrates a personal and 
professional code of ethics. 
5P J. demonstrates values, beliefs, and 
attitudes that inspire others to higher levels 
of performance. 
5P.4. serves as a role model. 
5P.5. accepts responsibility for school operations. 
5P.6. considers the impact of one's 
administrative practices on others 
5P.7. uses the influence of one's admmistrative 
practices on others. 
HS 7. Demonstrates responsible 
conduct. 
HS 7. Demonstrates responsible 
conduct. 
HS 7. Demonstrates responsible 
conduce 
HS 7. Demonstrates responsible 
conduct. 
HS 7. Demonstrates responsible 
conduct. 
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Interstate Leaders Licensure 
Consortium Standards (ISLLC) 
West Des Moines Community School 
principal job criteria and descriptors 
5P.8. treats people fairly, equitably, and with 
dignity and respect. 
5P.9. protects the rights and confidentiality 
of students and staff. 
5P.I0. demonstrates appreciation for and 
sensitivity to the diversity in the school 
community. 
5P.11. recognizes and respects the legitimate 
authority of others. 
5P.12. examines and considers the prevailing 
values of the diverse school community. 
5P.I3. expects that others in the school 
community will demonstrate integrity and 
exercise ethical behavior. 
5P.14. opens the school to public scrutiny. 
5P.15. fulfills legal and contractual obligations. 
HS 5cL Demonstrates fairness and 
consistency in dealing with staff, 
students, and school community. 
HS 5f. Uses discretion in handling 
situations that require confidentiality. 
HS 5e. Acknowledges the rights of 
others to hold differing views and 
values. 
ES 19. Reports to the associate 
superintendent of Human Resources 
all matters of a relevant nature. 
HS 3d. Facilitates understanding and 
cooperation among all members of 
the district's administrative team. 
ES 21. Attends board meetings as 
requested to serve as a resource 
person to the superintendency and 
board 
ES 15. Participates in decisions to 
hire, promote, demote, transfer, 
suspend, or discharge per board 
policies and administrative 
guidelines; makes specific 
recommendations regarding 
positions and/or personnel for which 
directly responsible. 
ES 16. Administers conditions of 
employment per collective 
bargaining agreements, board 
policies, and administrative 
guidelines. 
HS 2. Evaluates the performance of 
personnel as requested. 
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Interstate Leaders Licensure 
Consortium Standards (ISLLC) 
West Des Moines Community School 
principal job criteria and descriptors 
5P.16. applies laws and procedures fairly, 
wisely, and considerately. 
HS 2h. Acts in accordance with 
master contract, district policy. 
HS 9. Supervises and evaluates for 
improvement of instruction. 
HS 9b. Observes teaching behaviors 
in the classroom. 
HS 9c. Coaches and councils staff. 
HS 9d. Evaluates staff performance. 
HS 9e. Assists staff in writing 
professional growth plans. 
16 domains 
29 total domains are in Standard 5 
11 domains were used 
14 total domains were used in 
Standard 5 
Standard 6. A school administrator is an educational leader who promotes the success 
of all students by understanding, responding to, and influencing the larger 
political, social, economic, legal, and cultural context. 
Knowledge 
The administrator has knowledge 
and understanding of: 
6K.1. principles of representative governance 
that undergird the system of American schools. 
6K-2. the role of public education in economically 
productive nation. 
6K-3- the law as related to education and schooling. 
6K.4. the political, social, cultural, and economic 
systems and processes that impact schools. 
6K.5. models and strategies of change and HS 5c. Adapts to and supports 
conflict resolution as applied to the larger organizational change. 
political, social, cultural, and economic 
contexts of schooling. 
6K.6. global issues and forces affecting 
teaching and learning. 
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Table 24. Continued 
Interstate Leaders Licensure 
Consortium Standards (ISLLC) 
6K.7. the dynamics of policy development 
and advocacy under our democratic political 
system. 
6K.8. the importance of diversity and equity 
in a democratic society. 
8 domains 
West Des Moines Community School 
principal job criteria and descriptors 
HS 2h. Acts in accordance with 
master contract, district policy. 
ES 16. Administers conditions of 
employment per collective 
bargaining agreements, board 
policies, and administrative 
guidelines. 
HS 23. Acknowledges the rights of 
others to hold differing views and 
values. 
3 domams were used 
Dispositions 
The administrator believes in, 
values, and is committed to: 
6D.I. education as a key to opportunity 
and social mobility. 
6D.2. recognizing a variety of ideas, 
values, and cultures. 
6D J. importance of a continuing dialogue 
with other decision makers affecting education. 
6D.4. actively participating in the political and 
policy-making context in the service of education. 
6D.5. using legal systems to protect student 
rights and improve student opportunities. 
HS Se. Acknowledges the rights of 
others to hold differing views and 
values. 
ES 2. Serves as liaison between the 
school staff, students, and 
community. 
ES 12. Establishes and effectively 
administers rules and regulations, 
and administers board policies 
pertaining to the welfare of students. 
5 domains 3 domains were used 
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Table 24. Continued 
Interstate Leaders Licensure West Des Moines Community School 
Consortium Standards (ISLLC) principal job criteria and descriptors 
Performance 
The administrator facilitates. processes, 
and engages in activities ensuring that: 
6P.1. the environment in which schools operate 
is influenced on behalf of students and their 
families. 
6P.2. communication occurs among the school 
community concerning trends, issues, and 
potential changes in the environment in 
which schools operate. 
6PJ. there is ongoing dialogue with 
representatives of diverse community groups. 
6P.4. the school community works within the 
framework of policies, laws, and regulations 
enacted by local, state, and federal authorities. 
6P-5. public policy is shaped to provide 
quality education for students. 
HS 3c. Communicates effectively 
with staff, students, parents, and 
community members. 
ES 10. Provides opportunity for 
parent and resident involvement in 
advisory and volunteer activities. 
HS 5 a. Interacts and relates 
effectively with others. 
HS 5b. Provides a climate for open 
and effective communication. 
HS 2h. Acts in accordance with 
master contract, district policy. 
ES 14. Evaluates certified and 
classified personnel in accordance 
with board policies and 
administrative guidelines; conducts 
appropriate follow-up with notation 
to personnel file. 
ES 16. Administers conditions of 
employment per collective 
bargaining agreements, board 
policies, and administrative 
guidelines. 
ES 12. Establishes and effectively 
administers rules and regulations, 
and administers board policies 
pertaining to the welfare of students. 
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Table 24. Continued 
Interstate Leaders Licensure 
Consortium Standards (ISLLC) 
West Des Moines Community School 
principal job criteria and descriptors 
6P.6. lines of communication are developed 
with decision makers outside the school 
community. 
6 domains 
19 total domains are m Standard 6 
180 total domains are in Standards 1-6 
HS 5b. Provides a climate for open 
and effective communication. 
5 domains were used 
11 total domains were used in 
Standard 6 
129 total domains were used in 
Standards 1-6 
72 percent of the domains were 
used in Standards 1-6 
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Research Questions 9—11 
The last three research questions of this study will be answered using the data from the 
three school districts: Davenport Community School District, Camp Verde Unified School 
District, and West Des Moines Community School District. The finding*; from the February 
2002 "exemplary" principal focus group will also be used to answer these three research 
questions. 
9. What should be changed in the IS LLC Standards to more accurately reflect 
"exemplary " practice? 
According to the "exemplary" principals, nothing is missing from the standards "in 
terms of a mechanical sort of thing" since they are "'pretty inclusive." It was noted, however, 
after looking over all 180 domains and the demands of the six standards, a seventh standard 
should be added that would state that the school admmistrator should be able to "walk on 
water." 
One principal stated that something the standards cannot ever speak to is the drive and 
desire of a principal. Another principal continued by saying that different situations require 
different people, but the "desire to want to do the principal's job is within...there must be a 
flame there to begin with." Having a passion for students, staffs the educational process, and 
the school environment is something else that was felt could be added to the standards. 
When analyzing Tables 18,23, and 24, which show the comparison of the three 
districts' job criteria and descriptors and principal time logging (excluding the West Des 
Moines School District since their time logging Hata were not available) to the ISLLC 
Standards, it is very obvious that there is a large number of ISLLC domains that the three 
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districts did not require of their principals through the districts' job criteria and descriptors nor 
did the principals spend time on these items. 
In the middle column of the Davenport School District's matrfy] as Table 18 reveals. 
117 domains out of 180 ISLLC domains, or 65 percent, matched the principal job criteria and 
descriptors. The principals' time logging matched 101 domains out of 180. or 56 percent that 
matched what principals spent time on during a typical school day or outside of the school 
day. 
The same comparison of the Camp Verde District's job criteria and descriptors, as 
shown in Table 23, revealed that 121 domains were used, thus 67 percent of the domains 
matched this district's expectations for principals. Camp Verde's principal tone logging 
showed that 66 domains were matches, or 37 percent of the times time spent on them by 
this principal group. 
West Des Moines's job criteria and descriptors, as cited in Table 24, had 129 domains, 
or 72 percent that matched this district's expectations for their principals. Because of the time 
logging activity data being destroyed in the flood, no comparison will be possible from This 
district 
10. What should the three districts do to improve performance evaluation and 
performance congruency with the ISLLC Standards? 
According to the data collected and presented in Tables 18,23, and 24, the following 
percentages of ISLLC domains were matched to each of the school district's job criteria and 
descriptors: 
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Davenport Community School District 
Camp Verde Unified School District 
West Des Moines Community School District 
65 percent 
67 percent 
72 percent 
Table 25 lists the six ISLLC Standards and the percentages of ISLLC domain matches 
to each of the three district's job criteria and descriptors. The highest percentage of each 
district's ISLLC domain matches is designated by a footnote on Table 25. 
The Davenport Community School District's highest percentage of ISLLC domain 
matches to their job criteria and descriptors was Standard 2 and represented a 79 percent 
match. Standard 2 states, "A school administrator is an educational leader who promotes the 
success of all students by advocating, nurturing, and sustaining a school culture and 
instructional program conducive to student learning and staff professional growth" (Interstate 
Leaders Licensure Consortium, 1996). 
The Camp Verde Unified School District and the West Des Moines Community School 
District's highest percentage of ISLLC domain matches to their job criteria and descriptors 
was Standard 3. Standard 3 states, "A school administrator is an educational leader who 
promotes the success of all students by ensuring management of the organization, operations, 
and resources for a safe, efficient, and effective learning environment" (Interstate Leaders 
Licensure Consortium, 1996). Camp Verde showed an 86 percent match, and West Des 
Moines showed an 83 percent match 
As was already revealed, the highest percentage of ISLLC domain matches to each of 
the district's job criteria and descriptors are cited in Table 25. This same table also displays 
the lowest percentage determined through data analysis. 
The lowest percentage of ISLLC domain matches for the Davenport School District and 
the Camp Verde School District was Standard 6. Standard 6 states, "A school administrator is 
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Table 25. Percentage of ISLLC domains that match the three school districts' job criteria and 
descriptors 
West Des Moines 
Davenport Community Camp Verde Community 
School District Unified School District School District 
percentage of percentage of percentage of 
ISLLC domains ISLLC domains ISLLC domains 
that match this that match this that match this 
district's job criteria district's job criteria district's job criteria 
ISLLC Standards and descriptors descriptors descriptors 
Standard 1 68 71 79 
A school administrator is an educational leader who promotes the success of all students by 
facilitating the development, articulation, implementation, and stewardship of a vision of 
learning that is shared and supported by the school community. 
Standard! 79" 59 74 
A school administrator is an educational leader who promotes the success of all students by 
advocating, nurturing, and sustaining a school culture and instructional program conducive to 
student learning and staff professional growth. 
standards 69 86* 83* 
A school administrator is an educational leader who promotes the success of all students by 
ensuring management of the organization, operations, and resources for a safe, efficient, and 
effective learning environment. 
Standard 4 55 66 79 
A school admmistrator is an educational leader who promotes the success of all students by 
collaborating with families and community members, responding to diverse community 
interests and needs, and mobilizing community resources. 
^Highest percentage of ISLLC domain matches to the school district' s job criteria and 
descriptors (Interstate Leaders Licensure Consortium, 1996). 
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Table 25. Continued 
ISLLC Standards 
Davenport Community 
School District 
percentage of 
ISLLC domains 
that march This 
district's job criteria 
and descriptors 
Camp Verde 
Unified School District 
percentage of 
ISLLC domains 
that match this 
district's job criteria 
descriptors 
West Des Moines 
Community 
School District 
percentage of 
ISLLC domains 
that match this 
district's job criteria 
descriptors 
Standard 5 55 59 48 
A school administrator is an educational leader who promotes the success of all students by 
acting with integrity, fairness, and in an ethical manner 
Standard 6 53 58 58 
A school administrator is an educational leader who promotes the success of all students by 
understanding, responding to, and influencing the larger political, social, economic, legal, 
and cultural context. 
Total percentage of ISLLC 
domains that match each 
district's job criteria and 
descriptors 65 67 72 
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an educational leader who promotes the success of all students by understanding, responding 
to, and influencing the larger political, social, economic, legal, and cultural context" 
(Interstate Leaders Licensure Consortium, 1996). Davenport showed a 53 percent match, and 
Camp Verde showed a 58 percent match. 
The lowest percentage of ISLLC domain matches for the West Des Moines School 
District was Standard 5, which represented a 48 percent match. Standard 5 states, "A school 
administrator is an educational leader who promotes the success of all students by acting with 
integrity, fairness, and in an ethical manner" (Interstate Leaders Licensure Consortium, 
1996). 
/1. What would be an ideal principal performance evaluation instrument using the 
Standards? 
The "exemplary" principals unanimously agreed that the ISLLC Standards not be used 
as an evaluation instrument. One principal stated that if school districts used the standards to 
evaluate principals, they "would need to walk on water and fly as superman" to be able to 
follow all of the 180 domains in the six standards. 
As evidenced by the two districts in this study that had time logging data, the 
Davenport School District had 56 percent of the ISLLC domains that matched, which is a 
little over half of the domains that represented time spent on them (Table 18). Camp Verde 
showed only 37 percent of the domains that matched what principals actually did. 
All three of the districts, however, had job criteria and descriptors that matched over 50 
percent of the domains. One of the focus group members shared that there would never be 
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enough time to follow all of the six standards and the 180 domains since the management of 
all of these domains was felt to be unattainable 
The "exemplary" principals agreed that the ISLLC Standards should be used as a guide, 
a "gentle reminder" of what a principal should be spending bis time on during and outside of 
the school day. It was suggested that the standards be used as a guide to set goals for 
principals. Once these goals were achieved by the principal and perhaps the district, focus 
would then be on a different standard. One principal said that if the ISLLC Standards were 
used as a principal evaluation instrument, a principal would "end up with no depth and he 
would just end up feeling like he is not doing anything well." 
It was also shared in this focus group that if universities graded future educational 
leaders on the standards, they would "never produce an administrator." This respondent also 
aid it was very important that it be known that the standards "are not workable, they are not 
manageable for any of us to do their entirety." 
It is very important to understand that when the Interstate Leaders Licensure 
Consortium wrote the standards in 1996, they were meant to be ideal models for school 
administrators and were written to guide the preparation of all administrators. Therefore, they 
were written to be very broad, and as the present research has shown, they make sweeping 
generalizations. It is also important to remember that the standards were written by a series of 
committees. Often to obtain consensus, additional standards or rfrmnafns were added, or some 
were written in very general terms. 
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CHAPTER V. SUMMARY, CONCLUSIONS, 
AND RECOMMENDATIONS 
This chapter presents a summary of the study, conclusions that have been drawn 
based on the research questions, discussion, limitations of the study, recommendations for 
practice, and recommendations for further research. 
Summary 
This study was originally proposed to determine if the ISLLC Standards were 
appropriate for educational leadership (m practice and in training) and was prompted by Dr. 
Fenwick English, then a professor in Iowa State University's Educational Leadership and 
Policy Studies department. Dr. English believed that the ISLLC Standards were not research 
based and that continuous "interrogation" needs to take place because of the standards* 
impending implementation nationally (English, 2000, p. 159). His evident disbelief in the 
validity of the ISLLC Standards prompted this study. Coleman's obvious criticism and 
concern, of the ISLLC Standards being used as a foundation for university educational 
administration programs also prompted this study (Coleman, 2001). 
The problem of this investigation was to determine similarities and differences, if any, 
between what the new national standards (ISLLC) expect of practicing administrators, what 
selected districts expect of them determined by then performance evaluation criteria, and 
what principals are actually doing as revealed by their job analyses and personal interviews. 
The problem was also to determine if die behaviors required by the ISLLC Standards are 
already being used by these three "high expectations" districts. 
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It is important to note that in this study, the ISLLC Standards were not used to create 
the three school districts' job criteria and descriptors nor did the principals use the standards 
as a guide when they time logged. Each of the three school districts involved in this study 
followed the same Critical Work Activity (CWA) method as was written about in Chapter IH 
of this study. For this study, the Critical Work Activity (CWA) data were used from the 
Davenport (LA) Community School District and the Camp Verde (AZ) Unified School 
District- The West Des Moines (LA) Community School District's principals' CWA results 
were destroyed in a flood, thus they were unavailable; however, the performance criteria and 
descriptors flowing from the time logging were available and in use for two years. 
Principals from the three school districts that were involved in this study time logged 
their school-related activities during a typical school day and outside of these school hours 
for a 30 day period. They were then interviewed by SIM personnel, and the 15—20 most 
important items were identified that would be used for their district's performance criterion. 
From this information, the district stakeholders, with the assistance from SIM, created their 
principal job criteria and descriptors. 
Using each of the three school district's principal job criteria and descriptors and 
principal time logging (with the exception of West Des Moines), matrices were created. The 
time logging results from the 49 Davenport principals were matched or linked to their 
district's 124 principal job criteria and descriptors (Table 17). The time logging results from 
the five Camp Verde principals were linked to their district's 82 principal job criteria and. 
descriptors (Table 22). 
Using the information from these two matrices, a very laborious, detailed procedure 
then took place to link the time logging and principal criteria and descriptors from these two 
248 
districts to the six ISLLC Standards and the 180 domains (Tables 18 and 23). The 110 West 
Des Moines principal job criteria and descriptors were linked directly to the six ISLLC 
Standards and the 180 domains (Table 24). These linkages created data for this study, which 
have been used to answer the research questions and to draw conclusions about the relevance 
of school districts using the ISLLC Standards and domains as their expectations for 
principals. 
To assist in assessing the appropriateness of the ISLLC Standards for practicing 
administrators, a focus group of "exemplary" principals was selected. These "exemplary" 
principals were from Iowa and were chosen by superintendents based on the ISLLC 
Standards and a reputation for effective school leadership as defined by Hessel and Holloway 
(2002, pp. 21-25). As participants in this focus group, the "exemplary" principals were asked 
to share their views about the ISLLC Standards and how these standards related to their own 
principalship. Several weeks before the focus group took place, the "exemplary" principals 
were given one of the three school districts' matrices (Table 18 in this study) to be used as a 
foundation m answering the focus group questions. 
Conclusions 
The conclusions for this study are drawn from the data analysis of the comparison of 
principal time logging data to the three school districts' job criteria and descriptors and the 
ISLLC Standards. The data gathered from the "exemplary" principal focus group were also 
used to draw conclusions. The eleven research questions could be divided into three 
categories. 
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I- Principal time logging and the three districts' job criteria and descriptors: Questions 
I and 2 addressed what principals spent their time on during a typical school day 
and outside of the typical school day. Questions 3,4,5, and 6 centered on how 
principals' time logging compared to their district's job criteria and descriptors. 
(West Des Moines principal time logging was not available to answer these six 
questions. The performance criteria and descriptors, however, were available which 
had been created from the tone logging data.) 
2. The three school district's job criteria and descriptors and principal time logging as 
they relate to the ISLLC Standards: Questions 7 and 8 examined each district's 
principal tone logging results, job criteria and descriptors as they related to the 
ISLLC Standards. (West Des Moines principal time logging was not available to 
answer these two questions in their entirety.) 
3. Suggested improvements for the three school districts and the ISLLC Standards: 
Question 9 focused on possible improvements that could be made to the ISLLC 
Standards so that they may more accurately reflect contemporary practice of 
principals. Questions 10 and 11 were used to suggest ways that the three districts' 
job criteria and descriptors and their evaluation methods may be more closely 
aligned with the ISLLC Standards. 
Research Question 1: What do most principals spend the majority of their school-
focused time on during a typical school day? 
When looking at the data from principal time logging in the Davenport School District 
and the Camp Verde School District, it is apparent that personal contact with students, staf£ 
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and administrators was within the five highest ranked activities that principals spent a 
majority of their school-focused time on during a typical school day. In both of these two 
school districts, one of these highest ranked activities was supervising students. Two of 
Camp Verde principals* highest ranked activities were spending time with students in 
disciplinary matters and evaluating their students* progress. Attending meetings with the 
superintendent and other administrators was also one of Camp Verde's highest ranked 
activity. 
Along with spending time with students in supervisory roles, Davenport principals also 
ranked as one of the five highest time consuming activities, being with personnel in a 
management role. The final highest ranked activities for the Davenport principals were 
planning, paperwork, and making/receiving telephone calls. Maintaining records was 
recorded by the Camp Verde principals as one of five highest ranking activities. Although 
these activities were important to complete in a timely manner, they would be considered 
office work and perhaps could have been done outside of the typical school day or in a lesser 
amount so that a higher amount of the principals' time would be spent with the students and 
staff. Maintaining records has been an activity that demands more and more of a principal's 
time as revealed by CWA trends reported by SIM over the past 20 years. Much of the 
increase is due to mandated state and federal reports. 
Demonstrating effective leadership was time logged as one of the five highest ranked 
activities by the Davenport principals- It is difficult to make any assumptions as to what this 
might be, thus it is difficult to draw any conclusions. These activities could be based on the 
effective leadership research as written about in Chapter H of this study. One could only 
surmise, however, what this activity looked like to these principals. 
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Research Question 2: What do most principals spend the majority of their school-
focused time on outside of the typical school day? 
Davenport principals were consistent in their time logging activities during the typical 
school day and outside of the school day. In both settings, paperwork, planning, and malrmg 
and receiving telephone calls were three of the five highest ranked activities. Student 
discipline, evaluating student progress, maintaining records, and attending superintendent 
and administrative meetings ranked in the five highest ranked activities for the Camp Verde 
principals outside of the typical school day, as well as during the typical school day. 
One conclusion that could be drawn from these findings is that these principals were 
very consistent in how their school related time was spent during and outside of a typical 
school day. Being with students, staff, and administration as well as communicating with 
others by phone, are time-consuming activities for these principals, and they play an 
important role in being an effective leader. On the management side of being an effective 
leader, planning and working on paperwork must take place in order for the school to run 
efficiently. 
Research Question 3: What time logged activities were not present in the three 
district's expectations for principals? 
In each of the two school districts, the principals spent time on activities that were not 
present in their district's job criteria and descriptors. There were seven such activities in the 
Davenport School District: security-parents, nursing, cover classrooms, lunch, travel, put out 
fires, and personal (individual). Camp Verde School District had four activities that were 
time logged both during the typical school day and outside of the school day, but did not 
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appear in their district's principal job criteria and descriptors. These activities were: 
Vocational Education department meetings, student insurance program, dance, and bus 
tickets. 
Although there were not job criteria and descriptors that matched these time logging 
activities, it still could have been important for the principals to spend time on during and 
outside of the typical school day. There are routine items that every principal must do in 
order to be an effective leader. He must constantly balance the manager and the instructional 
side of his job. In every principals' contract, the line that states, "...and all other duties 
assigned by supervisor" often incorporates such activities, particularly in a small school 
district. 
Research Question 4: Are the district's performance criteria and descriptors congruent 
with what principals actually spend their time doing? 
Research Question 5: Were some performance criteria not performed by principals as 
measured by time logging results? 
Research Question 6: Are there any principal performance criteria that are 
inappropriate because no time was spent on them? 
These three questions will be answered simultaneously. Of the Davenport School 
District's 124 principal job criteria and descriptors, all but seven time loggmg activities were 
included, which amounted to only 6 percent that principals did not spend time on during or 
outside of the typical school day. Three of the job criteria and descriptors that did not match 
were: 
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Professional Responsibilities (PR) 2d. Develops, implements, and participates in an 
orientation program for new staff members, 
PR 12a. Participates as a member of associations that enhance professional/personal 
growth, and 
PR 12b. Selects and attends professional activities related to individual and district 
goals. 
Time could have been spent on each of these activities, but they were not time logged 
during the 30 days, nor were these activities reported in the subsequent SIM interviews. The 
responsibilities that PR 2d portrays could be kept in this district's job criteria and descriptors 
since the effectiveness of the orientation program for new teachers could directly impact 
student achievement. This may not, however, fall under a principal's responsibility. 
One way that a principal can become an effective educational leader is to stay 
knowledgeable about professional growth activities through associations and other 
professional activities that PR 12a and 12b address. Just as teacher staff development should 
focus on improving teacher behaviors which impacts student achievement, so too should 
principals spend time in lifelong learning. 
The following three Davenport principal job criteria and descriptors could have time 
spent on them on a regular basis, but how would they be time logged? These three behaviors 
should definitely be performed by effective leaders, but pinpointing it to single, specific 
activities may be difficult. 
PR 11c. Demonstrates fairness and consistency in deaifng with staffs students, and 
school community, 
PR 12a. Acknowledge the rights of others to hold differing views and values, and 
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PR 13e. Honors commitments consistently. 
The final job criterion and descriptor that was not measured by time logging activities 
was Job-Specific Responsibilities (JSR) 3c: Helps to solve electronic/technological issues. 
These performance criteria could be deemed inappropriate since this would not need to be the 
principal's responsibility since many districts have technology directors or other district 
personnel who would be trained to fulfill this responsibility. 
Of the Camp Verde School District's 82 principal job criteria and descriptors, only 60 
of these matched principal time logging which amounted to 73 percent. One of these 
activities was PR 10a: Maintaining professional growth by attending workshops, seminars, 
and conferences. Just as Davenport principals had not time logged this activity, these 
principals may have attended a professional growth activity some other time during the 
school year and not shared this during their SIM interview, or perhaps they did not attend any 
professional growth activities that year. Principal professional growth plays an important role 
in effective leadership. 
One of the two areas that the Camp Verde principals had the highest number of no time 
logging matches with their district's job criteria and descriptors was managing the school 
building which consisted of JSR 12a. Safeguards the physical facilities. JSR I2b. Safeguards 
grounds, JSR 12c. Assists with providing supplementary services, and JSR 12d. Ensures the 
safety and security of the school. This school district may have other district employees that 
spend time on these activities, thus relieving the principals from these managerial 
responsibilities. 
The other highest concentration with no time logging was found in demonstrating 
employee responsibility as is the focus of PR 9a-k_ Principals may have been on time and 
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well prepared, bad high standards of conduct, and responded appropriately in resolving 
conflicts, but had not time logged activities that would support these descriptors. 
Research Question 7: How do the three school districts 'job criteria and descriptors 
and time logging align with the national standards (ISLLC)? 
Research Question 8: How were actual activities related to the expectations of the 
ISLLC Standards? 
These two questions will be answered simultaneously. Of the 124 job criteria and 
descriptors for principals in the Davenport School District, every one of them matched at 
least one of the 180 domains of the ISLLC Standards. Out of 180 ISLLC domains, 117 
matched at least one of the 124 job criteria and descriptors, which amounted to 65 percent of 
the domains that were represented in the Davenport principal expectations. 
All of the Camp Verde School District's 82 principal job criteria and descriptors 
matched at least one of the 180 ISLLC domains. Out of the 180 ISLLC domains, 121 
matched at least one of the 82 principal job criteria and descriptors, which amounted to 67 
percent of the domains that were represented in this district's expectations for principals. 
Each of the West Des Moines School District's 110 principal job criteria and 
descriptors were matched to at least one of the 180 ISLLC domains. When determining how 
many ISLLC domains were represented by this district's principal job criteria and 
descriptors, 129 ISLLC domams matched, thus amounting to 72 percent of the domains that 
were represented. 
Generally speaking, the conclusion that can be drawn from these findings is that all 
three of the school districts* expectations for their principals* as represented by their job 
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criteria and descriptors, were located in the domains of the ISLLC Standards which showed 
agreement from the Interstate Leaders Licensure Consortium and the three districts on what 
effective leadership should look like. It is evident, however, that a large percentage of the 
ISLLC domains are not represented in these three districts' expectations of their principals. 
Standards 5 and 6 have the highest percentage of ISLLC domains that do not match the 
three districts* job criteria and descriptors. Standard 5 states, "A school administrator is an 
educational leader who promotes the success of all students by acting with integrity, farmer 
and in an ethical manner" (Interstate Leaders Licensure Consortium, 1996). Standard 6 
states, "A school administrator is an educational leader who promotes the success of all 
students by understanding, responding to, and influencing the larger political, social, 
economic, legaL and cultural context" (Interstate Leaders Licensure Consortium, 1996). 
The time logging activities that did not match the Davenport and Camp Verde principal 
job criteria and descriptors were also not matches to any of the 180 ISLLC domains. The 
Davenport principal tone logging revealed that 44 percent of the ISLLC domams had no time 
spent on them during and outside of the typical school day. The Camp Verde principal time 
logging revealed that 63 percent of the ISLLC domams had no tone spent on them during and 
outside of the typical school day. No principal tone logging data were available to make 
conclusions about the West Des Moines School District. 
Just as in the ISLLC domains that were not present in each ofthe three school districts* 
job criteria and descriptors, the highest percentage of ISLLC domains that did not match time 
logging results were found in Standards 5, winch centers on the principal acting in a fair and 
ethical manner, and Standard 6, which centers on the school's place in the political, social, 
economic, legal, and cultural context. 
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For the most part, a conclusion that can be drawn from both of these fmrfîngs is that the 
ISLLC domains of Standards 5 and 6 may be difficult to include in the job criteria or 
descriptors of these three school districts. That is not to say, however, that these districts do 
not support or believe in the domains of these two ISLLC Standards. When reading through 
the ISLLC domains of Standards 5 and 6 in the matrices (Tables 18,23, and 24), a 
conclusion can be made that any district would have difficulties in creating job criteria or 
descriptors that would emulate these domains, but most districts would expect principals to 
be fair. ethicaL and provide leadership that matches contemporary U.S. political, social, and 
legal culture. 
Research Question 9: What should be changed in the ISLLC Standards to more 
accurately reflect "exemplary " practice? 
This study has not identified any changes that should be made to the ISLLC Standards 
that would more accurately reflect "exemplary" practice. A conclusion can be drawn, 
however, based on data analysis from the three school districts' matrices (Tables 18,23, and 
24) and the "exemplary™ principal focus group, that adhering to all 180 ISLLC domams 100 
percent of the time would be impossible for any principal and may not be necessary for an 
effective educational leader of a school regardless of its location. 
When looking at the percentages of ISLLC domains that marché the three districts' 
principal job criteria and descriptors as revealed in Table 25, the lowest percentage of 
matches were found in Standard 5, which centers on the principal acting in a fair and ethical 
manner, and Standard 6, which, centers on the school's place in the political, social, 
economic, legal and cultural context. 
258 
In each district, roughly 50 percent of the ISLLC domains were not evident in the three 
districts* principal job criteria and descriptors. It is important for a principal, as an 
educational leader, to uphold the main themes of integrity and act in an ethical manner as 
Standard 5 addresses. A principal also needs to be aware of how the school relates to the 
outside forces of society and the legal bonds that a school must work under, as Standard 6 
encompasses. To truly be an effective leader in a school district, however, each of the 29 
domains in Standard 5 and 19 domains in Standard 6 may not be necessary to include in a 
principal's job criteria and descriptors. 
As the literature review in Chapter H states, Murphy, Mesa, and Hallinger (1984) wrote 
six statements as a "blueprint" for school districts to follow to become effective educational 
settings based on research from successful school districts, instructional leadership and 
effective teachers, and summarizations from national education reports such as A Nation at 
Risk (National Commission on Excellence, 1983). It is very important to note that when these 
six statements are compared to the ISLLC Standards, there is no matrh to Standards 5 and 6. 
One of the principles supporting the standards states that standards should "be high, 
upgrading the quality of the profession" (Murphy et al., 2000). 
The writers of the ISLLC Standards share no research on why they believe that the 
profession of being an administrator should be "upgraded" (Murphy et al.. 2000) as perhaps 
Standards 5 and 6 address, nor do they cite research that states that these domams are present 
in effective school districts and have a correlation to high student achievement (Hessei & 
Halloway. 2002). The domains of Standards 5 and 6 may "look" good on paper for a 
principal to understand and adhere to, but there is no research cited by the Interstate Leaders 
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Licensure Consortium to support these domains being present in creating effective schools 
and the educational leaders. 
Research Question 10: What should the three districts do to improve performance 
evaluation and performance congruency with the ISLLC Standards? 
Each of these three school districts can be referred to as "high expectations" districts 
since a very intensive format was used to develop their administrative evaluation 
instruments. By using the Critical Work Activity (CWA) method and involving a stakeholder 
group, principal evaluation instruments were created. This process took at least three years, 
and $50,000 to $100,000 was spent to create performance evaluation instruments and 
procedures. As was previously stated in this study, the ISLLC Standards were not used to 
create these evaluation instruments. 
If the ISLLC Standards were used as a foundation in the principal evaluation instrument 
in these three school districts, the domains of Standards 5 and 6 would be the hardest to 
evaluate, and it could be concluded that these two standards are not necessary to effective 
schools. As stated in Research Question 9, there is no research that supports that if a principal 
knows and adheres to the 29 domains in Standard 5 and the 19 domains in Standard 6, that 
there is a guarantee that effective leadership will take place. 
Since there is no research that supports the domains of Standard 5 and 6, there would be 
no reason for these three school districts to change their expectations of principals to address 
these 48 domains and to evaluate principals nsfng these domams. When working with 
students and adults in a school environment, the three school districts may strongly believe in 
having an educational leader who upholds the knowledge, dispositions, and performance 
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domains of Standards 5 and 6, but these concepts may not be necessary to include in a 
principal's job criteria and descriptors. If decisions were made by principals, however, that 
were not fair, ethical, or grounded in their districts' policies and procedures or the United 
States laws, they would be terminated from their principalship. 
Each of these three school districts had a high percentage of the ISLLC domams from 
Standards 1,2, and 3 in their principal job criteria and descriptors with percentages ranging 
from 59 to 86. As cited in Chapter H of this study, the research conducted by Murphy and 
others on effective schools which served as a foundation for the standards, list the following 
six statements as a "blueprint" for school districts to follow to become effective educational 
settings. The ISLLC Standards in which each of these six statements is located is listed in 
parenthesis. 
1. Clearly define the academic goals of the district, and see that those expectations are 
widely distributed (ISLLC Standards 1,3, and 4). 
2. Establish consistency in the districts' instructional practices and curriculum (ISLLC 
Standard 2). 
3. Develop and maintain a high degree.of instructional and cumcular expertise among 
district and site managers (ISLLC Standard 2). 
4. Develop and use a district-wide system of monitoring student progress (ISLLC 
Standards 1 and 2). 
5. Develop mechanisms to increase the interdependence of staff around the 
philosophy, goals, and practices of the district (ISLLC Standard 2). 
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6. Establish a district-wide philosophy about student discipline and develop policies, 
practices, and staff development to have this point of view implemented in the 
schools (ISLLC Standards 2 and 3) (Murphy et al.,1984, pp. 13—14). 
Since there is research to support Standards 1,2, and 3 (Sweeney, 1982; Hallinger, 
1992; Leithwood & Montgomery, 1992; Murphy et aL, 1984,1985), the three school districts 
involved in this study need to continue to expect that their principals know and understand 
that they must adhere to a vision of learning (Standard 1), support the concept of lifelong 
learning as an instructional leader (Standard 2), and have the ability to manage the learning 
environment (Standard 3). The inclusion of these three standards in a principal's job criteria 
and descriptors and an evaluation instrument are truly necessary for effective schools which 
support high student achievement. 
The importance of Standard 4, which addresses the home-school communication 
aspect, also ranked high in the ISLLC domain matches to the three district's job criteria and 
descriptors. The research on effective schools includes the home-school connection 
(Hallinger & Murphy, 1986; Murphy et al., 1985). Nine schools, representing urban, 
suburban, and rural areas, participated in the study by Murphy et al. (1985) and one of the 
variables was "home-school cooperation" (pp. 362—369). 
Research Question 11: What would be an ideal principal performance evaluation 
instrument using the Standards? 
One of the difficulties that the Iowa State University professors have found in 
modifying their educational leadership program to incorporate the ISLLC Standards 
(Hackmann & Walker, 2001) is that the 180 domains are "vague, subject to varied 
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interpretations, and appear to be restatements of one another" (p. 32). This university faculty 
is struggling with "balancing content coverage (and mastery of the ISLLC indicators) with 
limitations on instruction time" (p. 32). 
Because of this lack of focus, redundancy, and realistic time constraints, would a 
principal performance evaluation instrument using the standards be "ideal," and should 
school districts jump to the conclusion that the standards should serve as an evaluation tool 
for principals? The conclusion that can be drawn for this question» is a resounding "Not" 
To make the assumption that school districts should change their principal evaluation 
instrument to mirror the ISLLC Standards without research to support this decision would 
not be wise. If school districts wanted to base their evaluation instrument on a set of 
standards, they would have a wide variety to choose from besides the ISLLC Standards. 
Following are a small sampling of such standards: the NPBEA Standards (Thomson, 1993; 
Thomson, 1999); NCATE Standards (National Policy Board for Educational Administration, 
1996); Skills for Successful 21st Century School Leaders (Hoyle, English, & Stefiy, 1998); 
and Proficiencies for Principals (National Association of Elementary School Principals, 
1997). 
Each of the ISLLC Standards is divided into three mam categories: Knowledge, 
Dispositions, and Performance. If a school district were going to create or improve an 
evaluation instrument based on the ISLLC Standards, the domains under the Knowledge 
category for each standard, which total 43, address what an administrator knows and 
understands. An administrator could know and understand something, but not show tins in a 
performance-based evaluation. There are 53 total Disposition domains winch address an 
administrator's beliefs, values, and commitments These also would not be present in a 
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performance-based evaluation since it would be difficult to create an evaluation instrument 
based on beliefs, values, and the commitments that an administrator makes. Since behaviors 
can be evaluated through a principal evaluation instrument, the evaluation process could be 
the driving force that shapes belief systems as the knowledge and disposition domains 
address. 
There are 83 ISLLC domains that are in the performance category in the six standards. 
These performance domains are intended to demonstrate a principal's facilitation and 
engagement in activities that assist in creating effective schools. There are several ISLLC 
performance domains that were not included in the three school districts' principal evaluation 
instruments and should be seriously considered being added to any school district's principal 
job criteria and descriptors. 
Standard 2 focuses on the principal's responsibility to "advocate, nurture, and sustain" 
a school culture and the instructional program for students (Interstate Leaders Licensure 
Consortium, 1996). One of the performance domains that is not mentioned by any of the 
three school districts is Standard 2, Performance domain 9. This addresses the technologies 
that should be used in the classroom by teachers and students to promote learning. It is 
ultimately the principal's responsibility to be sure that technologies are made available to 
students and even more importantly, that students have access to them to assist in their 
learning. 
Another domain from Standard 2 that should be included in a principal performance 
evaluation instrument is Performance domain 15 which states that "the school culture and 
climate are assessed on a regular basis" (Interstate Leaders Licensure Consortium, 1996). It 
may be important for a principal to be evaluated by his superior through a checklist type 
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format, but in order for a principal to know how his leadership truly affects others, a 360 
degree feedback format should also be used. Students, staff] parents, and the principal, 
through self-evaluation, need to share their opinions and viewpoints of how the principal is 
promoting the success of all students and how he is assisting in the effectiveness of the 
school. 
Part of a principal's responsibility is to work with students, staff, and parents in a 
collaborative manner and to resolve conflicts. A performance evaluation instrument needs to 
have a way to determine if principals are assisting others in "effective problem-framing and 
problem-solving skills" as Standard 3, Performance domain 15 states. It is also important for 
a principal to collaborate with the diverse community as found in Standard 4, Performance 
domains 15 and 16 (Interstate Leaders Licensure Consortium, 1996). The principal needs to 
first be able to collaborate with others and resolve his own conflicts before assisting others to 
incorporate these skills. 
Several performance domains of Standard 5 center on diversity and the principal's 
responsibility in creating an environment in which there is respect, sensitivity, and 
appreciation for all members of the school community. A principal evaluation instrument 
should include a way in which this can be evaluated by a 360 degree feedback format and/or 
other forms of documentation that can be used to "prove" that the principal is taking the 
importance of respecting diversity very seriously. In addition, for the difficulty to measure 
traits such as honesty, loyalty, ethics, and so forth, districts will need to use 360 degree 
feedback to tap intra perceptions of students, teachers, parents, fellow administrators, and the 
principal through self-evaluation. To improve the principal evaluation process, the three 
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subject districts and others districts should consider adding the following items in a 360 
degree format: 
The principal: 
resolves conflicts in a timely manner 
models effective problem-solving skills. 
works collaboratively with parents. 
demonstrates high standards of integrity and honesty. 
treats individuals fairly. 
respects diverse opinions and views. 
demonstrates a professional code of ethics. 
demonstrates a personal code of ethics. 
Limitations 
This study contained the following limitations: 
1. Only three districts were used in this study. 
2. Davenport Community School District and West Des Moines Community School 
District were in the same state of Iowa. 
3. The Camp Verde Unified School District was the only school in a state other than 
Iowa. 
4. The West Des Moines School District's Critical Work Activity (CWA) data were 
destroyed in a flood so these data were unavailable. 
5. Because of the small student population in the Camp Verde Unified School District, 
there were only five principals who time logged activities during the typical school 
day and outside of the school day for a 30-dav period. 
6. The Critical Work Activity (CWA) data were gathered in the spring of the year. 
When principals were interviewed about the school related activities that they 
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performed the other 11 months of the year, they may not have included some 
activities. 
7. The "exemplary" principal focus group consisted of four high school principals, one 
elementary principal, and one principal who was responsible for students in 
kindergarten through eighth grade. 
8. The three districts' job criteria and descriptors were not written using the ISLLC 
Standards as a foundation. 
Discussion 
One of the reasons that the ISLLC Standards were written was that the ISLLC team 
found a "major void in the area of educational administration—a set of common standards 
remains conspicuous by its absence" (Council of Chief State School Officers, 1996, p.7; 
Murphy, Shipman, & Pearlman. 1997, p. I). They wanted to revise how we think about 
educational leadership and increase the level of ingenuity required for this position (Murphy 
et al., 2000). The ISLLC Standards were developed using research on the linkage between 
educational leadership and productive, effective schools. 
Although the Consortium had a genuine interest in improving the expectations for 
educational leaders, there is no guarantee that by requiring these educational leaders to 
follow the six standards and 180 domains, they would be effective educational leaders. No 
longitudinal data have been gathered to support this, and no research has been done to prove 
the validity and reliability of the standards. Because of this, the standards could be looked 
upon as just one more set of standards written to be used as a guide for principals in their 
leadership role. 
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At the present time, Achilles and Price (2001); Coleman, Copeland, and Adams (2002); 
Coleman (2001); and English (2000) write that there is a lack of research that supports the 
standards' validity and reliability. Coleman, Copeland, and Adams (2000) suggest that 
ISLLC should be responsible for conducting studies to determine the reliability and validity 
of the standards and also to provide documentation that the standards truly measure what 
they proclaim 
Because members of the University Council for Educational Administration (UCEA) 
and the American Educational Research Association (AERA) are very concerned about the 
effectiveness of educational leadership preparation programs, an ad hoc group has recently 
been formed. According to Orr (2002), a long-range goal of this group is to analyze how 
these programs help to "improve the quality and effectiveness of public education through 
leadership development" (p. I). Subgroups of professors and researchers will communicate 
through e-mail on selected subjects, share their own research, and meet at the AERA and 
UCEA annual meetings to focus on ways to improve educational leadership programs Orr 
writes that one of the issues that is being discussed is how the educational administration 
field is presently being evaluated and what this may be leading to. One of the areas of 
concern is how the ISLLC Standards, along with the NCATE Standards, are "influencing 
state expectations about program design, delivery, and access" (p. 5). 
Interesting to note is that this ad hoc group will be addressing some of the same 
concerns that the Interstate Leaders Licensure Consortium focused on when they met to 
create the ISLLC Standards. Following is a list of areas that they will be discussing: 
1. mapping the causal system of educational leadership on P—12 student 
achievement, 
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2. determining the core competencies that are critical for all educational 
leaders and the standards for professional practice, 
3. determining the instructional standards for developing these core 
educational leadership competencies, and 
4. determining effective and efficient ways to measure core professional 
competencies. (Orr, 2002, p. 5) 
Orr (2002) states that his group agreed that one of the difficulties that an educational 
administration program (or school district) has is to measure the "invisible" parts of 
leadership since leadership is more than "directing and controlling" (p. 6). The group is very 
concerned that their research may not determine any results, or no negative ones, and because 
of this, programs could be damaged and "fuel efforts to promote alternative delivery 
programs" (p. 6). 
Coleman (2001) strongly advised that universities should not move to change their 
educational leadership programs to embrace the ISLLC Standards unless research supports 
this. So too, when writing or revising a school district's principal job criteria and descriptors, 
districts must carefully analyze the data gathered about the ISLLC Standards and determine 
if there is reason to warrant that these standards be used as a foundation for the expectations 
for their principals. 
When creating an effective evaluation system for principals, it would be important to 
follow Anderson's suggestions and include "careful planning, a commitment to professional 
development as well as accountability, clear expectations and criteria by which principal 
performance is judged, collection of data from a variety of sources, and ongoing 
communication between evaluators and principals" (Anderson, 1991, p. 91). Part of "careful 
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planning" (Anderson, 1991, p. 91) would include a stakeholder group (Valentine, 1987; 
Manatt, 1989) in which members would discuss what this evaluation instrument would look 
like based on the district's job criteria and descriptors. 
Such a stakeholder group designed the principal evaluation instruments for the three 
districts in this study. There was discussion by all parties involved as to what the 
expectations for principals would be. The three school districts used principal time logging 
data to closely analyze what their principals spent time on during and outside of a typical 
school day and then in their stakeholder group, they created their job criteria and descriptors 
and principal evaluation tooL 
A partnership between universities and school districts should be an ongoing 
occurrence so that there is consistency between what educational leadership program* are 
stressing and what school districts expect their principals to know and be able to do in their 
role as effective educational leaders. The ISLLC Standards may have been written with 
hopes to improve educational leadership, but unless universities have data that prove that 
these are the standards that should be used as a foundation for their programs and school 
districts have "proof that these standards and 180 domains will guarantee that then: leaders 
will create effective schools, caution must be used. As Murphy et al. wrote, until more data 
are collected they won't know for sure if the standards are "influencing school administration, 
in the direction of the educational grounded, community-based, non-hierarchically anchored 
conceptions of leadership" (Murphy et aL, 2000, pp. 16-17). 
When the originators of the ISLLC Standards are proposing that data should continue to 
be gathered since they are unsure of the influence of the standards on the educational 
leadership field, a move to fully or partially adopt the standards should be seriously discussed 
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at universities and school districts. An improvement in the educational administration field 
may be warranted, but the uncertainty of the ISLLC Standards being a research-based force 
has yet to be determined. 
Recommendations for Practice 
Each of the three school districts will discover when reading through their matrix 
(Davenport—Table 18, Camp Verde-Table 23, and West Des Moines-Table 24) that there is a 
strong linkage between their district's job criteria and descriptors and the ISLLC Standards 
and the 180 domains. There are ISLLC domains, however, that are not linked to their job 
criteria and descriptors. These tables show which ISLLC domains their districts' job criteria 
and descriptors addressed and those that were not addressed. 
If a decision is made to include some or all of the ISLLC domains that are not present 
in the principal job criteria and descriptors, caution is suggested before moving 
instantaneously into this. Much discussion and thought should go into any changes that could 
take place since as has previously been addressed in this study, no data have been gathered to 
substantiate that the ISLLC Standards are the "'perfect" set of standards that educational 
leaders should work to emulate. Since there is ongoing research on die validity and reliability 
of the ISLLC Standards, there is not a recommendation in this study to embrace this set of 
standards wholeheartedly. 
If the ISLLC Standards were going to be used in place of or along side a district's job 
criteria and descriptors, however, much thought and deliberation would need to take place 
among district stakeholders on how ethics, integrity, and fairness would be evaluated as 
Standard 5 addresses, since this standard had one of the lowest percentages of matches. One 
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way in which these domains can be addressed is to have annual 360 degree feedback take 
place in order to determine if the domains of Standard 5 are being followed. 
Even though a very intensive process was used to create each district's principal criteria 
and descriptors and their principal evaluation instrument, there is a recommendation for each 
district to regularly analyze their principal criteria and descriptors and principal evaluation 
instruments to determine if the following are being addressed: 
1. Are there items that we expect our principals to do, but yet they are not spending 
time on them and/or being evaluated on them? If so, what should be done to address 
this? 
2. Is there a professional growth plan in place for our principals in which goals are 
being set, a plan is being followed, and improvements are being made in their role 
as educational leader? 
3. Is lifelong learning modeled for these principals and the expectation is present that 
not only their staff takes an active part in professional development, but each 
principal also seeks to grow professionally? 
4. Are there other ways to evaluate their principals besides the evaluation instrument 
that may just be a checklist designating what they are and are not doing 
satisfactorily? In other words, is feedback from students, staff, parents, and self-
evaluation a part of the principal evaluation process? 
5. What place does student achievement have in their district's principal evaluation? 
6. Is there a balance between the roles of school manager and instructional leader in 
each of their principals? 
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Effective leadership can and will take place when the job criteria and descriptors are 
aligned with what principals are actually doing, high standards of performance are expected, 
and guidance and support for principals are in place. Throughout this process, the focus on 
students must always lead the decisions that each district makes. 
Recommendations for Further Study 
The following recommendations for further research are suggested: 
1. All school districts involved in a further study should have a larger number of 
principals that participate in gathering the Critical Work Activity (CWA) data. 
2. More than three school districts should be used to gather Critical Work Activity 
(CWA) data. 
3. Critical Work Activity (CWA) data from school districts should be used that have 
based their principal job criteria and descriptors on the ISLLC Standards to 
determine if principals are adhering to their district's expectations for principals and 
following the ISLLC Standards. 
4. School districts should be located to participate in the study that employ principals 
that earned a master's degree in administration from universities that use the ISLLC 
Standards as their foundation in their educational leadership programs. 
5. Focus groups consisting of principals from the school districts that are involved in 
the study should take place so that feedback can be gathered about how they believe 
their principal job criteria and descriptors and time logging compare to the ISLLC 
Standards. 
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6. An "exemplary" principal focus group should take place with principals from more 
than one state. 
7. Three hundred sixty degree feedback should be gathered from students, teachers, 
parents, and fellow administrators to provide information that would assist school 
districts to determine if principals are following the job criteria and descriptors that 
their districts have created. The principal's self evaluation should also be a part of 
this process. In addition, the 360 degree feedback instrument should be used to 
measure the ISLLC domains that aren't typically present in a district's principal 
evaluation instrument such as the traits of honesty, loyalty, ethics, and so on. 
Student achievement data should also be gathered to assist in this study. 
8. A survey should be given to practicing administrators to gather feedback to 
determine if the ISLLC Standards and the 180 domains are feasible to be used as an 
all-inclusive job criteria and evaluation model. 
9. A longitudinal study should take place with principals who have graduated from 
university educational administration programs that have the ISLLC Standards as a 
foundation and those that have had no exposure to the standards to determine 
differences in their leadership, if any. 
10. Using the findings of the recently developed UCEA and AERA's ad hoc group 
which has been created to evaluate the effectiveness of educational leadership 
preparation programs, a study should take place that would research the possible 
suggestions that this group will generate on university programs and the impact 
these suggestions would have on those that lead our schools. 
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IOWA STATE UNIVERSITY 
OF SCIENCE AND TECHNOLOGY 
Human Subjects Rrscarch Office 
2207 Pearson Hall. Room. 15 
Ames, IA 50011-2207 
515/294-4566 
FAX: 515/294-8000 
DATE: January 14,2002 
TO: Susan Risius 
FROM: Janell McIdrenifÎRB Administrator 
RE: "Practical Application of the ISLLC Standards: Job Analysis, Job Descriptions and 
Performance Evaluation Criteria h Selected School Districts" ERB ID 02-250 
TYPE OF APPLICATION: BI New Project • Contmmng Review • Modification 
The project. "Practical Application of the TCTTf Standards: Job Analysis, Job rwwripjiVing and TVrfrwma.w 
Evaluation Criteria, in Selected School Districts" has been approved for one year from its IRB approval date 
January 10,2002. University policy and Federal regntoriorre (45 CTR 46) require that all research involving 
human subjects be reviewed by the Institutional Review Board (IRB) on a continuing basis at inlet vais 
appropriate to the degree of risk, but at least once per year. 
Any TTwftfipsrtinn rtf ttng rwMirli projit-f rrnicr oihmitt».» to th» IPB ferpjnrtwiiwg aruf jpp. nm»l 
MnftfRrgtioncTnghiri^hnr Tgnnf Hmrtgri to- ghang^ngthgprntncnl nrcturiy pmcgrfiiiw^ changing 
investigators or sponsors (funding sources), including additional key personnel, changing the Inflamed 
Consent Document, an increase in the total number of subjects anticipated, or aH/ting new îalc (e_g  ^
letters, advertisements, questionnaires). 
Yon must promptly report any of the following to the IRB: (1) all serious and/or unexpected adverse 
experiences involving risks to gnhjaete nr rthrrc ml (?) any "fW nTwmti>-fpatx< pmhWwe inuolinog ridfc to 
subjects or others. 
Thm PT TîmCT r^tafn riw cigrw-H .v m<unr «in. mmiitv fer at Tmagffhrmm ycarg pact twnpletîn» oftfig research 
activity. WffhmpnncipaT tmwgriguHa til iTrmat^c acmntinn orftK TT,uu ,^LÛy fhf Tfn .^ ctgrwrf 
tnfermM nmwwitHngimaitnAnnM go to rfw TOf) to h^twarn1»mw4 
Vrm ^to main» that-arMjtional hypmwm»! w munlu—l fm Imwwi cnfcywtg 
cmmplMp mining prior to thffr -« i< ngtf| fyiMTHn STlbjlTtT Web based framing is available fini 11 our 
web site. 
Eleven months from the IRB ^ novaT, yon writ I«-*ti^ Tirirrfymg ynn that tkm mrpfrzlioM Att; it 
approadsng. Atthafthne, ynn will need mffll onta Hfmnrrfng Ri-qiCTr/awrj nrMnrirfiratinw Knmmrfrehm 
it to die ffm'iui Subjects Research Office. If the project is, or will be finished inane year, yon will need to 
finoataPrajcctCIosureFarmtoafiBcially endtheprajcct-
BothofthcscfbrmsarccgitfaeHTiTnan SubjectsRcsearchOfficewebsiteat: 
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Iowa State University Human Subjects Review Form 
OFFICE USE ONLY 
EXM-iaiH) V FULL COMMITTEE ID«Q3.-t350 
PI Last Name Rtsias Tide of Project Practical Apoliciaotn of the ISLLC Standards: Job Analysis. lob Degerigtions and 
Pa funiuiice Evaluation Critria in Selected School Districts 
Checklist for Attachments 
The following are attached (please check): 
13. BLeaerorwrincnstatementto subjects indicating clearly: 
a) the purpose of the research 
b) the use ofany identifier codes (names.#*), how they win be used, and when they wiD be removed (see item IS) 
c) «n rtttrrwr of time needed fbrparrirrpafKTi in die research 
d) if applicable. the location of the research, activity 
e) bow you will ensure confidentiality 
9 in a longitudinal study, when and how yoa wiQ t mint sabjecs later 
g) that participation is voluntary; nunpanicipatioa will not affect évaluation1» ofthe sublet 
14. 81A copy of the consent form (if applicable) 
15. • Letter of approval for teseaiUi from organizations or imrilTitinns (if applicable) 
16. • Data-gathering instruments 
17. Antif.ipatrd dates for contact with subjects: 
First contact Last contact 
January 2002 MgCft2W2 
Month/Day/Ycar Month/Day/Year 
IS. If applicable: «mû «*•»» «•»— >. «m Irm rtwnmwy mammwn mntUnr 
audio or visual tapes win be erased: 
Mgv2W2 
Mcmh/Day/Year 
19. Signature of Departmental Executive Officer Date ru i^ mm» rr A/fcmwww»» tMr 
Jl/ /A Ç&c-c- '/ 7/Z— ^ 
Ifj& PI or co-PI is also the DEO, a Dean signature authority must sign here. 
20. Initial action by the Insonmonai Review Board (IRB): 
^Project approved I I Pending Further Review l~l Project not * proved 
Date Doe 
Q No action required _ 
Due 
21. FollcwMip action by the IRB: 
Project approved Q Project not approved Project not resubmitted 
Date 
Rick Sharp 
Maww nfTRR fTi.»ii[i« mi ré IkR naiftwwn DUC 
7/01 
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APPENDIX B. LETTER TO SIX IOWA SUPERINTENDENTS 
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January 7.2002 
Dear 
As part of my research for my PhJD. from Iowa State University, I will be meeting with 
a focus group of Iowa principals. You and four other superintendents in our state are being 
contacted to assist in the selection of these administrators. Each of you are bang asked to list 
five practicing "exemplary" principals in a school district other than your own. 
The first purpose of my dissertation research is to assess the appropriateness of the 
Interstate Leaders Licensure Consortium (ISLLC) Standards in the opinion of selected 
"exemplary" principals. The second purpose is to develop a closer relationship of how 
principals actually spend their time compared to district expectations and the ISLLC 
Standards. 
The ISLLC Standards are listed on the following page along with an explanation of the 
four recurring themes that are evident in the Standards. This information is meant to serve as 
a guide as you think of and select five "exemplary" Iowa principals. 
Enclosed is a form to be used to list the names and school districts of five "exemplary* 
principals and a stamped return envelope. If you prefer, you may e-mail the information to 
me at: srisius@amesjcl2Ja.us. Feel free to contact me if you have any questions. Please 
respond by Tuesday, January 15,2002. Thank you for your assistance in my research. 
Susan Risius 
Principal 
Sawyer Elementary School 
4316 Ontario Street 
Ames, Iowa 50014 
Richard P. Manatt, PhJD. 
University Professor and 
Director of the School 
Improvement Model 
N225A Lagomarcino 
Ames, Iowa 50010 
515-239-3790 
srisius@amesJcI2ia.us 
515-294-9995 
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The ISLLC Standards are as follows: 
Standard 1 
A school administrator is an educational leader who promotes the success of all students by 
facilitating the development, articulation, implementation, and stewardship of a vision of 
learning that is shared and supported by the school community. 
Standard 2 
A school administrator is an educational leader who promotes the success of all students by 
advocating, nurturing, and sustaining a school culture and instructional program conducive to 
student learning and staff professional growth. 
standards 
A school administrator is an educational leader who promotes the success of all students by 
ensuring management of the organization, operations, and resources for a safe, efficient, and 
effective learning environment-
Standard 4 
.4 school administrator is an educational leader who promotes the success of all students by 
collaborating with families and community members, responding to diverse community 
interests and needs, and mobilizing community resources. 
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Standard 5 
A school administrator is an educational leader who promotes the success of all students by 
acting with integrity, fairness, and in an ethical manner. 
Standard 6 
A school administrator is an educational leader who promotes the success of all students by 
understanding, responding to, and influencing the larger political, social, economic, legal, 
and cultural context. 
Source: Council of Chief State School Officers (1996). Interstate School Leaders Licensure 
Consortium: Standards for school leaders. Washington, DC: Council of Chief State School 
Officers. 
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According to the ISLLC Standards, the primary responsibility of effective principals is 
promoting the success of all students. Promoting the success of all students is the powerful 
lens through which all leadership endeavors aie viewed. 
They make a difference between failure and success, between inertia and progress, 
sufficiency and excellence. 
There are four recurring thanes that are evident in the ISLLC Standards. 
• A Vision for Success 
• A Focus on Teaching and Learning 
• An Involvement of all Stakeholders 
• A Demonstration of Ethical Behavior 
A Vision for Success 
Effective leaders employ recursive systems for envisioning, planning, implementing 
and evaluating processes, programs, and activities. 
They work for continuous school improvement through a cyclical process in which the 
school's vision, mission, and strategic plans are developed, implemented, monitored, 
evaluated, and revised 
They understand the change process which includes identifying, clarifying, and 
addressing barriers to achieving the school's vision. 
They involve all stakeholders in this process. 
They use a variety of information sources, including assessment and demographic 
to make decisions. 
Through the change process, appropriate auricular, co-cumcular, and extra-curricular 
programs are designed, implemented, evaluated, and refined. 
They understand and support the role of public education in developing and renewing a 
democratic society and an economically productive nation. 
They know that their influence and responsibility extend beyond the school; they 
actively participate in arenas of political and public policy-making in the service of 
education. 
A Focus on Teaching and Learning 
Teaching and learning is at the heart ofthe school leader's mission. 
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The effective principal focuses on teaching and learning as opposed to primarily 
managerial duties. 
There is a commitment to high standards for all, to a culture of high expectations, and 
to a belief that all students can learn. 
They assure that barrios to student learning are identified, clarified, and addressed and 
that all appropriate stakeholders are involved in the education and decision-making 
process. 
They have knowledge of theories of motivation. 
By being committed to teaching and learning, they have knowledge of curriculum 
design, implementation, evaluation, and refinement; of effective instruction including 
knowledge of appropriate use of teaching strategies and materials including technology; 
and of appropriate and effective measurement, evaluation, and assessment strategies. 
They must have knowledge of a variety of approaches, responsive to varied student 
needs, that assure students have multiple opportunities to leam and demonstrate 
learning. 
This leader has knowledge of the importance of effective school cultures, assuring safe 
and supportive learning environments. 
They must have knowledge of and belief in effective professional development on 
student learning. 
Management decisions provide a safe, efficient, and effective learning environment. 
Operational procedures, organization, and resources including human resources, public 
resources and funds, facilities, space and time are priorities. 
They confront and resolve potential problems involving management issues to assure 
effective learning and teaching. 
An Involvement of all Stakeholders 
Inclusive, representative governance built on a belief in the worth and dignity of all is 
essential for effective leadership. 
The effective principal is committed to and skilled in consensus building, collaboration, 
and group process, and shares responsibilities to maximize ownership and 
accountability. 
They involve all stakeholders in school governance whenever possible. 
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They know and employ successful partnership models involving school, family, 
business, community, government, and higher education. 
They know the importance of collaboration with and outreach tc families and 
community, and to business, religious, political, and service agencies and organizations. 
They treat all individuals with fairness, equity, dignity, and respect; all stakeholders 
feel valued and important 
The responsibilities and contributions of each individual are recognized and celebrated. 
They trust people and their judgments, and give credence to individuals and groups 
whose values and opinions may conflict. 
They model the core beliefs of the school's vision and disseminates progress toward the 
vision and mission of all. 
They demonstrate the importance of an informed public, and employs a comprehensive 
program of community relations. This program involves high visibility, active 
involvement, and communication with the larger community. 
They have ongoing dialogues with other decision-makers and representatives of divers 
community groups. 
A Demonstration of Ethical Behavior 
Effective leaders have a strong commitment to ethical behavior and are moral agents 
and social advocates for students, families, and communities. 
Effective leaders demonstrate both respect for a pluralistic society and a commitment to 
students as individuals. 
They believe that all students can leam, and holds and insists on high standards, 
expectations, and performances. 
They value, appreciate, and are sensitive to diversity in the school community. They 
examine and consider the prevailing values, conditions, and dynamics of the diverse 
school community, and the significance of diversity for educational programs. 
Everything that they do is governed by a personal and professional code of ethics. 
Decisions aie rooted in the ideal of the common good and the principals of the Bill of 
Rights. 
They subordinate personal interests to the good of the school community. They use the 
influence of the office constructively in the service of all students and their families. 
284 
They trust people and their judgments, and take appropriate risks to improve schools. 
They defend the rights of all students, families, and staf£ including the right to 
confidentiality and privacy. 
They meet fully all legal and contractual obligations; and apply laws and procedures 
fairly, wisely, and considerately. 
Source: Hessfl, K_, & Holloway, J. (2002). A jramevrorkfor school leaders: Linking the 
ISLLC Standards to practice (pp. 21—25). Princeton. NT: Educational Testing Service. 
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January ,2002 
Listed below are the names of five "exemplary" practicing Iowa principals and the 
districts where they are employed. 
Principals School Districts 
Comments: 
Your name 
Please return this form in the stamped return envelope. This information may be e-mailed to 
me instead at: srisius@amesJcl2Ja.us. Thank you for your assistance and for responding by 
Tuesday, January 15,2002. 
Susan Risius 
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APPENDIX C. LETTER TO TWELVE "EXEMPLARY" PRINCIPAL 
FOCUS GROUP POSSIBLE MEMBERS 
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January 23,2002 
Dear 
You have been chosen by one of our state's superintendents as an "exemplary" 
principal. As part of my research for my PhJD. from Iowa State University, five 
superintendents were asked to select five principals that were currently employed in school 
districts other than their own. The criteria that they used to select you and other principals, is 
enclosed along with a copy of the letter that was mailed to these superintendents. 
I am writing to ask if you would be a member of a focus group with other Iowa 
principals to discuss the relationship between the Interstate Leaders Licensure Consortium 
(ISLLC) Standards, how principals spend then: time, and the expectations of principals in 
their district. Enclosed is a stamped return envelope and consent form which will indicate 
your willingness to participate in this research project. Please return this by January 31,2002. 
The focus group will meet on Friday, February 8 in the Scheman Building at Iowa State 
University. A luncheon will be served at 12:00 pun. with the focus group discussion 
following. We will conclude at 3:00 pan. An audio tape will be used to record the session, 
and I will take notes of our conversation. No principal's name will be used in my dissertation 
and the tape and notes will be destroyed in May 2002. 
Thank you for your consideration to be a member of this focus group. Please contact 
me with any questions that you may have. I look forward to hearing from you. 
Susan Risius 
Principal 
Sawyer Elementary School 
4316 Ontario Street 
Ames, Iowa 50014 
515-239-3790 
srisius@ames-kl2.ia. 
Richard P. Manatt, PhJD. 
University Professor and 
Director of the School 
Improvement Model 
N225A Lagomarcino 
Ames, Iowa 50010 
515-294-9995 
nCTmanatt@«astfltg Pfhi 
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The ISLLC Standards are as follows: 
Standard 1 
A school administrator is an educational leader who promotes the success of all students by 
facilitating the development, articulation, implementation, and stewardship of a vision of 
learning that is shared and supported by the school community. 
Standard 2 
A school administrator is an educational leader who promotes the success of all students by 
advocating, nurturing, and sustaining a school culture and instructional program conducive to 
student learning and staff professional growth. 
Standard 3 
A school administrator is an educational leader who promotes the success of all students by 
ensuring management of the organization, operations, and resources for a safe, efficient, and 
effective learning environment. 
Standard 4 
A school administrator is art educational leader who promotes the success of all students by 
collaborating with families and community members, responding to diverse community 
interests and needs, and mobilizing community resources. 
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Standard 5 
A school administrator is an educational leader who promotes the success of all students by 
acting with integrity, fairness, and in an ethical manner. 
Standard 6 
A school administrator is an educational leader who promotes the success of all students by 
understanding, responding to, and influencing the larger political, social, economic, legal, 
and cultural context-
Source: Council of Chief State School Officers. (1996). baerstate School Leaders Licensure 
Consortium: Standards for school leaders. Washington, DC: Council of Chief State School 
Officers-
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According to the ISLLC Standards, the primary responsibility of effective principals is 
promoting the success of all students. Promoting the success of all students is the powerful 
lens through which all leadership endeavors are viewed. 
They make a difference between failure and success, between inertia and progress, 
sufficiency and excellence. 
There are four recurring themes that are evident in the ISLLC Standards. 
• A Vision for Success 
• A Focus on Teaching and Learning 
• An Involvement of all Stakeholders 
• A Demonstration of Ethical Behavior 
A Vision for Success 
Effective leaders employ recursive systems for envisioning, planning, implementing 
and evaluating processes, programs, and activities. 
They work for continuous school improvement through a cyclical process in which the 
school's vision, mission, and strategic plans are developed, implemented, monitored, 
evaluated, and revised. 
They understand the change process which includes identifying, clarifying, and 
addressing barriers to achieving the school's vision. 
They involve all stakeholders in this process. 
They use a variety of information sources, including assessment and demographic data, 
to make decisions. 
Through the change process, appropriate cumcular, co-cumcular, and extra-curricular 
programs are designed, implemented, evaluated, and refined. 
They understand and support the role of public education in developing and renewing a 
democratic society and an economically productive nation. 
They know that their influence and responsibility extend beyond the school; they 
actively participate in arenas of political and public policy-making in the service of 
education. 
A Focus on Teaching and Learning 
Teaching and learning is at the heart of the school leader's mission. 
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The effective principal focuses on teaching and learning as opposed to primarily 
managerial duties. 
There is a commitment to high standards for all, to a culture of high expectations, and 
to a belief that all students can learn. 
They assure that barriers to student learning are identified, clarified, and addressed and 
that all appropriate stakeholders are involved in the education and decision-making 
process. 
They have knowledge of theories of motivation. 
By being committed to Teaching and learning, they have knowledge of curriculum 
design, implementation, evaluation, and refinement; of effective instruction fnrlnHmg 
knowledge of appropriate use of teaching strategies and materials including technology; 
and of appropriate and effective measurement, evaluation, and assessment strategies. 
They must have knowledge of a variety of approaches, responsive to varied student 
needs, that assure students have multiple opportunities to leant and demonstrate 
learning. 
This leader has knowledge of the importance of effective school cultures, assuring safe 
and supportive learning environments. 
They must have knowledge of and belief in effective professional development on 
student learning. 
Management decisions provide a safe, efficient, and effective learning environment. 
Operational procedures, organization, and resources including human resources, public 
resources and funds, facilities, space and time are priorities. 
They confront and resolve potential problems involving management issues to assure 
effective learning and r^^hincr 
An Involvement of all Stakeholders 
Inclusive, representative governance built on a belief in the worth and dignity of all is 
essential for effective leadership. 
The effective principal is committed to and skilled in consensus building, collaboration, 
and group process, and shares responsibilities to maximize ownership and 
accountability. 
They involve all stakeholders in school governance whenever possible. 
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They know and employ successful partnership models involving school, family, 
business, community, government, and higher education. 
They know the importance of collaboration with and outreach to families and 
community, and to business, religious, political, and service agencies and organizations. 
They treat all individuals with fairness, equity, dignity, and respect; all stakeholders 
feel valued and important. 
The responsibilities and contributions of each individual are recognized and celebrated. 
They trust people and their judgments, and give credence to individuals and groups 
whose values and opinions may conflict. 
They model the core beliefs of the school's vision and disseminates progress toward the 
vision and mission of all. 
They demonstrate the importance of an informed public, and employs a comprehensive 
program of community relations. This program involves high visibility, active 
involvement, and communication with the larger community. 
They have ongoing dialogues with other decision-makers and representatives of divers 
community groups. 
A Demonstration of Ethical Behavior 
Effective leaders have a strong commitment to ethical behavior and are moral agents 
and social advocates far students, families, and communities. 
Effective leaders demonstrate both respect for a pluralistic society and a commitment to 
students as individuals. 
They believe that all students can learn, and holds and insists on high standards, 
expectations, and performances. 
They value, appreciate, and are sensitive to diversity in the school community. They 
examine and consider the prevailing values, conditions, and dynamics of the diverse 
school community, and the significance of diversity for educational programs. 
Everything that they do is governed by a personal and professional code of ethics. 
Decisions are rooted in the ideal of the common good and the principals of the Bill of 
Rights. 
They subordinate personal interests to the good of the school community. They use the 
influence of the office constructively in the service of all students arid their families 
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They trust people and their judgments, and take appropriate risks to improve schools. 
They defend the rights of all students, families, and staff, including the right to 
confidentiality and privacy. 
They meet fully all legal and contractual obligations; and apply laws and procedures 
fairly, wisely, and considerately. 
Source: Hessfl, K_, & Holloway, J. (2002). A frameworkfor school leaders: Linking the 
ISLLC Standards to practice (pp. 21—25). Princeton, NJ: Educational Testing Service. 
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January , 2002 
This consent form is used to notify Susan Risius that I will/will not be able to 
participate in the February 8 Principals* Focus Group at Iowa State University. I understand 
that my participation in this research is voluntary and my name will not be used in her 
dissertation. 
Signature 
Printed Name 
Address 
Telephone Number 
E-mail 
Comments/Questions: 
If you prefer, you may fax this form to Susan Risius at Sawyer Elementary School at 515-
239-3815. 
After receiving this form inrfiratfng principals' consent, they win be notified with more 
details concerning the February 8 Principal Focus Group. 
Your mileage and meal will be provided at the February 8 Principal Focus Group session. 
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APPENDIX D. LETTER TO SIX "EXEMPLARY" PRINCIPAL 
FOCUS GROUP MEMBERS 
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January 28,2002 
Dear 
Thank you for agreeing to be in the "Exemplary" Principals' Focus Group on February 
8,2002 at Iowa State University's Scheman Building. The luncheon will begin at 12:00 p_m. 
Please plan on arriving prior to this time to register and find your nametag. 
As stated in my first letter, the purpose of this focus group is to discuss the relationship 
between the Interstate Leaders Licensure Consortium (ISLLC) Standards, how principals 
spend their time, and the expectations of principals in their district My dissertation purpose 
is to assess the appropriateness of the ISLLC Standards in the judgment of selected 
"exemplary" principals. The second purpose of my study is to develop a closer relationship 
of how principals actually spend their time compared to district expectations and ISLLC 
Standards. 
A brief history of the ISLLC Standards has been provided for you in this letter. A 
matrix is enclosed with this letter which lists the Interstate Leaders Licensure Consortium 
(ISLLC) Standards and the 200 descriptors. The middle column lists one school district's job 
description and criteria as it relates to the Standards. The last column shows this district's 
principal tone logging for a 30-day period as it relates to the Standards and the district's job 
description and criteria. Enclosed with This letter is a sample list of questions that will be 
asked during the focus group. 
A mileage sheet is also enclosed with this letter. After the focus group, this sheet will 
be used to determine your reimbursement. A check will be mailed to you to cover this 
expense. 
Thank you again for agreeing to be a member of this focus group. I look forward to 
meeting with you. Please contact me with any questions that you may have. 
Susan Risius 
515-239-3790 
srisius@amesJcl2ia.us 
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Interstate Leaders Licensure Consortium (ISLLC) Standards 
To address the lack of national standards for administration preparation, the Interstate 
School Leaders Licensure Consortium (ISLLC) with the assistance of the Council of Chief 
State School Officers (CCSSC). was established in August 1994. At the first meeting, there 
were 27 state representatives. 13 education administrative associations (e.g., American 
Association of School Administrators, the National Association of Secondary School 
Principals, and National Association of Elementary School Principals), and universities (e.g., 
National Council of Professors of Educational Administration and the University Council for 
Educational Administration) (Murphy. 2001a). The agenda was determined by Ramsay 
Selden of CCSSO. Joseph Murphy of Vanderbilt University (appointed as the Consortium's 
chairperson), and Scott Thomson of the National Policy Board of Educational Administration 
(NPBEA) (Thomson, 1999). 
From 1994 to 1996, the Consortium analyzed research on the relationship between 
educational leadership and productive schools, particularly centering their attention on 
outcomes for children and youth (Council of Chief State School Officers, 1996). The 
Consortium also looked at important trends in society and education fhar harf mining for 
leadership (Council of Chief State School Officers, 1996). The following seven principles 
acted as a "touchstone to which we regularly returned to test the scope and focus of emerging 
products...they also gave meaning to the standards—and the nearly 200 knowledge, 
disposition, and performance indicators that define the standards" (Murphy et aL, 2000, p. 8). 
1. Standards should reflect the centrality of student learning. 
2. Standards should acknowledge the changing role of the school leader. 
3. Standards should recognize the collaborative nature of school leadership. 
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4. Standards should be high, upgrading the quality of the profession. 
5. Standards should inform performance-based systems of assessment and 
evaluation for school leaders. 
6. Standards should be integrated and coherent. 
7. Standards should be predicated on the concepts of access, opportunity, and 
empowerment for all members of the school community. (Murphy et al., 2000, 
p. 7) 
Murphy and Yff, with the American Association of Colleges for Teacher Education, 
and Shipman, Director of ISLLC, stated that one purpose of the ISLLC m was to create 
standards that would reconstruct the concept of educational leadership for our nation's 
schools. They wanted to change how we think about educational leadership and increase the 
level of ingenuity required for educational administrators. The second purpose was for the 
standards to be used to strengthen educational leadership in many different possible ways 
(Murphy et al., 2000). 
The ISLLC group focused on standards for three main reasons. First "standards 
provided an especially appropriate and particularly powerful leverage point for reform" 
(Council of Chief State School Officers, 1996, p.7). The second reason was that they found a 
"major void in this area of educational administration—a set of common standards remains 
conspicuous by its absence" (p. 7). The final reason was that they believed that the standards 
approach "provided the best avenue to allow diverse stakeholders to drive improvement 
efforts along a variety of fronts—licensure, program approval and candidate assessment" 
(P-7). 
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The Consortium, with the cooperation ofNPBEA, adopted the ISLLC Standards for 
school leaders in 1996 (Murphy, 2001b). There are 35 states that have adopted or adapted 
these Standards (Council of Chief State School Officers, 1996, November 2). States are in 
different stages of implementation. Iowa adopted these Standards in 2001. Colleges and 
universities in Iowa that are in the process of adopting these Standards in their administration 
programs are Iowa State University, the University of Iowa, and the University ofNorthern 
Iowa. Each university is in a different stage of adopting the Standards to their program. 
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Sample Questions for the February 8 
"Exemplary" Principals Focus Group 
1. As you look at the matrix, which of the six standards do you feel that your university 
masters classes gave you the least amount of training and background? 
2. Do you feel that it would be important for future administrators to spend time in their 
masters preparation programs on this standard? Why? Why not? 
3. During your principalship, which standard do you find is the most challenging? Why? 
4. During your principalship, which standard do you feel you spend the most tune on Hnrmg 
a day/week/month? Do you fèel that this is necessary to bean effective leader? Why? 
Why not? 
5. As you look through the principals' time logging under each standard, notice the one or 
two that principals have spent the least amount of time. Do you feel that principals should 
spend more time on this standard? Why? Why not? 
6. Looking again at the one or two standards that principals spent the least amount of time 
on, do you fëel that districts should change then: job descriptions and criteria to more 
closely mirror this standard? If so, what would be your reasoning? 
7. Do these standards represent what a principal should use as a "guide" in their leadership? 
8. Would you use these standards as a "guide" in your future leadership? Why? Why not? 
9. What is missing from these standards that you feel is necessary in order to truly be an 
educational leader? 
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Mileage Report for the "Exemplary" Principal Focus Group 
February 8,2002 
My mileage from my school to Scheman 
and then home was miles. 
Reimbursement of less than 100 miles is $31 per mile. 
Reimbursement of more than 100 miles is $.25 per mile. 
Please mail my mileage check to the following address: 
Name 
Date 
ft**************************************************** 
Directions to Iowa State University's Scheman. Building 
1. On Highway 30, take the Iowa State University/Elwood Drive Exit (no. 146) 
2. Go North on Elwood Drive 
3. You will go past the ISU Football Stadium and South 4th Street 
4. Turn West (left) at the sign that says "Iowa State Center" (Center Drive) 
5. Drive past Hilton Coliseum winch is on the North (right) 
6. Turn North (right) at the Scheman Building sign and drive North under the overhead 
walkway 
7. Park in the North parking lot in front of Scheman Building 
8. You will register in Room 254, and we will return here for the Focus Group. The 
luncheon will be in Room 299. 
See you on Friday, February 8! 
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APPENDIX E. THANK YOU LETTER TO SIX "EXEMPLARY" 
PRINCIPAL FOCUS GROUP MEMBERS 
304 
February 9,2002 
Dear 
Thank you very much for participating in the "Exemplary" Principal Focus Group 
Friday, February 8.1 appreciate the time you took from your very busy schedule to share 
your thoughts with me concerning the Interstate Leaders Licensure Consortium Standards 
and your role as an educational leader. 
I look forward to reading the transcript of our time together. You and the other 
principals gave me very valuable information that will assist me in writing chapter four and 
five of my dissertation. As promised, your name will be listed as a member of this focus 
group in my dissertation and a copy will be sent to you. 
Enclosed is a check which will pay for your mileage to this focus group session. Thank 
you again for participating. I look forward to seeing you at S AI conferences or other 
administration meetings. Have a great rest of this school year! 
Susan Risius 
Sawyer Elementary School 
4316 Ontario Street 
Ames, Iowa 50014 
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